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It is becoming increasingly evident that our society is becoming 
a complex, technical matrix of increasing magnitude, and mechanized 
agriculture is involved in this rapid development of technology, Its 
perceived import.;mce will influence the present and future food and 
fiber needs cf this nation and the world. As the machines and their 
respective systems become more sophisticated and complex, it will 
require technically competent personnel to select, sell, repair, and 
modify this equipment for more economical and efficient usage (1). 
The field of agricultural equipment also overlaps into knowledge 
requirements for industrial and transportation equipment with selected 
manufacturers. This fact alone could provide a well paying and 
satisfying career to many students being displaced from production 
agriculture to urban areas. As the present trend continues, from 
small and intermediate operations to larger incorporated type farming 
operations, agricultural machinery companies and independent dealers 
will have to obtain more competent personnel to sell and service 
their products. This is the result of the sophistication and 
technical complexity of the new more expensive equipment (2). 
Technically competent individuals, along with other skills, will 
be needed to supply the needs of the agricultural equipment industry. 
Such individuals may be trained in vocational-technical, technical-
1 
trade, and/or college institutions where they will be subjected to 
extensive laboratory, field experience, and business courses while 
gaining maturity and responsibility for the area of specialization. 
Statement of the Problem 
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The problem is that, due to the ever increasing sophistication, 
cost and complexities of modern agricultural equipment, a void has 
developed between local school systems and the agricultural equipment 
dealerships. This void has led to inadequate training programs and 
the needed supply of qualified personnel to fill the needs of agri-
culture equipment customer sales and services. The problem is further 
compounded by the lack of information on occupations, educational 
requirements, and employment opportunities so regional vocational-
technical schools or colleges can provide appropriate training and 
produce the type of agricultural equipment technician graduates needed. 
Statement of the Purpose 
The primary purpose of the study was to determine with employment 
patterns and educational needs of agricultural equipment dealerships in 
North Central Oklahoma and South Central Kansas. It was expected that 
findings of the study could provide administrators, counselors, and 
instructors of area vocational-technical schools and colleges with in-
formation about existing needs and guidelines for implementation and 
curriculum development of agricultural equipment employee training 
programs. The study could also provide information pertaining to the 
area for use in vocational and technical guidance, college program plarr 
ning, and employment counseling on agricultural equipment occupations. 
Objectives 
Specific objectives of the study were: 
1. . To identify and list occupatio9al titles that exist at 
selected agricultural equipment dealerships within the study area for 
which high school, vocational-technical, and college graduates would 
qualify. 
2. To identify present and estimated numbers of employees in 
each of the individual dealerships according to the occupational 
titles defined. 
3. To determine present and estimated average salaries plus 
fringe benefits for the occupational titles defined. 
4. To determine the basic educational level required of each 
occupational title identified for job-entry employment. 
5. To determine the individual academic courses and backgrounds 
required of the specific occupational titles identified for job-entry 
employment. 
6. To identify areas of cooperation for a work/study program 
between dealers and a potential high school, vocational-technical, or 
college training program. 
7. To list the specific comments and opinions of agricultural 
equipment dealers concerning the need and implementation of coopera-
tive work/study training programs within their service areas. 
8. To determine the magnitude of the individual dealerships by 
their gross value of sales, service, and service areas. 
Assumptions of the Study 
It was assumed by the investigator at the beginning of the study 
3 
thn t: 
l. lkall! rH Hd.eeted from tl1l~ Oklahoma and Kansa5 Retail Hardware 
and Implement Association list would reflect an accurate picture of 
employment potentials for agricultural equipment technicians in the 
service area. 
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2. Dealers would be cooperative in providing survey and potential 
work/study training program information. 
3. Dealers would reveal educational characteristics of employees 
in the occupations. 
4. The dealerships in existance at the time of the study were 
representative of the types likely to exist in the future. 
5. The executive director of the Oklahoma Hardware and Implement 
Association and Western Retail Implement and Hardware Association could 
provide a complete listing of agricultural dealerships in the North 
Central Oklahoma and South Central Kansas area from which a sample 
could be drawn. 
Scope and Limitations of the Study 
The following items set up the limits and boundary conditions of 
the study: 
1. Dealers selected for the study were not chosen for specific 
brands of equipment, types, or sizes of the North Central Oklahoma and 
South Central Kansas dealerships. 
2. Only dealerships contained within the survey area would be 
chosen for the sample. 
3. Dealership personnel interviewed would only include owners, 
managers, or assistant managers. 
4. Ueal~rAhlpH would be typical of agricultural equipment needs 
and services related to farming and ranching practices within the 
survey area, 
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5. The sample selected from the identifled total population of 
state dealerships would be reduced to selected dealers within an eight 
county service area of North Central Oklahoma and South Central Kansas. 
Definition of Terms 
A clarification is needed of words and groups of words used with 
reference to this study. The following definitions will help explain 
the meanings of the terms used in this study. 
Agricultural Equipment Dealership - A firm whose principle func-
tions are sales and service of new and used agricultural equipment used 
in farm and ranch field operations. 
Occupational Title - Classifications in the agrjcultural equipment 
dealership which designate the employee's major area of occupational 
responsibility (2). 
Competency - Ability, knowledge, or skill (2). 
Agricultural Equipment Technology - A combination of physical or 
biological sciences with applications to farm machines and mechaniza-
tion systems ( 3, 4 ) • 
Agricultural Equipment Technicians - An individual who has com-
pleted a vocational-technical and/or post high school agriculture 
equipment curriculum with courses concentrated in mathematics, techni-
cal specialty, social science, language arts, and business, or has 
the skills of such a person. The person has the skills and abilities 
to work as an integral member in management, sales (equipment and 
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partH), t1dvc,rt1H1,mt::nt, d1.Htr1hut1on, repair and maintenance, assembly, 
field operation, troubleshooting, field use modification (service and 
sales bulletins), and clerical job duties for an agricultural implement 
dealer of new and used agricultural equipment. 
The definition could also describe an individual who has less than 
a baccalaureate degree and who has had an extended period of special-
ized training beyond high school. The training may include, but not be 
limited to, courses in physical science, biological science, and social 
science. The person should have acquired the skill and ability to make 
practical applications of theoretical knowledge in performing specific 
job tasks (4). 
Occupational Field - A group of recognized occupations having 
substantial similarities common to all occupations in the group. The 
occupations would have similarities in the work performance, in the 
abilities and knowledge required of the worker, and in the basic 
materials with which they work (5). 
Area Vocational-Technical Sc;:hool - A public school or public 
institution that includes: (1) a specialized high school used 
exclusively or principally for the provisions of vocational education 
to persons who are available .for full-time study in preparation for 
entering the labor market, (2) the department of a high school 
exclusively or principally used for providing vocational education in 
no less than five different occupational fields to persons who are 
available for full-time study in preparation for entering the labor, 
(3) the technical or vocational school used exclusively or principally 
for the.provision of vocational education to persons who have completed 
or left high school and who are available for full-time study in 
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preparation for entering the labor market, (4) the department or 
division of a junior college or community college or university that, 
under the supervision of the State Board of Education, provides 
vocational education in no less than five different occupational fields 
leading to immediate employment but not leading to a baccalaureate 
degree (S, 6). 
Educational Service Area - The area served by the local vocational-
technical schools and community colleges located within the North 
Central Oklahoma and South Central Kansas area. 
Dealership Service Area - An· area cali:ulated from a radius of 
miles encompassing individual dealerships within which the majority of 
their customer sales and services occur. 
Study Area - An eight county area located in North Central Okla-
homa including: Kay, Grant, Garfield, and Noble counties; and South 
Central Kansas including: Sumner, Harper, Sedgwick, and Cowley 
counties. Figure 1 shows the study area within North Central Oklahoma 
and South Central Kansas. Figure 2 shows the North Central Oklahoma 
and South Cent.ral Kansas counties and twenty-six dealerships contacted 
in the study. 
Geographic Selective Sample - The region or area from which the 
investigator made a selection of dealership that could be serviced by 
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Figure 2. North Central Oklahoma ~nd South Central 
Kansas Counties and Dealerships Included 
in the Study. 
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CHAPTER II 
REVIEW OF RELATED LITERATURE 
An overview of related topics and studies pertaining to the field 
of agricultural equipment technology potentials and projections has 
been presented in this chapter. This chapter is divided into three 
major sections: (1) Employment Needs and Opportunities; (2) National 
Studies and Research, and (3) State and Local Research in Oklahoma. 
Employment Needs and Opportunities 
In reviewing sources of employment outlook through 1985 for the 
agricultural equipment dealerships, one of the logical choices seemed 
to be in the Occupational Outlook Handbook (7) published by the U. S. 
Department of Labor Statistics. The findings and opinions concerning 
training opportunities available for farm production and off-farm 
agricultural business jobs (Occupational Outlook Handbook) stated that 
there will continue to be a wide range of occupations requiring tech-
nical knowledge below the four year college level. Nearly one-half of 
four year agricultural college graduates were presently employed in 
off-farm positions in agricultural business as sales and technical 
manager personnel. Excellent training has been provided at many two 
year conununity/junior colleges and vocational-technical schools. This 
reflected a step toward providing more and better qualified personnel 
for off-farm agricultural business jobs. Adult evening classes (or 
10 
day classes in off-season) at these colleges and schools provide 
intensive instruction in subjects such as land and soil management, 
11 
crop and livestock production, new technology and agriculture equipment, 
and financial management. 
New viewpoints by educators, administrators, and government 
officials have arisen toward our society's changing needs in education; 
particularly with direction toward forms of career education versus 
general education formats. The agricultural employment outlook, dis-
cussed in the handbook, indicated that although the job positions in 
production farming were decreasing, a number of new jobs in farm-
related industries which supply and service products to the farming 
population and which handle the marketing activities of farm products 
will continue to offer job opportunities to young people with farm 
backgrounds and specialized training in agricultural business vocations 
and technologies. Corporate farming enterprises will provide many new 
job positions and opportunities in the coming decade of the '80's. 
Today, agriculture encompasses many other occupations besides 
farm production, including food and fiber processing, marketing and 
distribution industries, farm implement produGers and dealers_, and 
feed and fertilizer manufacturers. Improved agricultural technology 
has reduced farm employment. It has created needs for workers with 
agricultural skills in off-farm occupations. Increasing varieties of 
work in the growth section of agriculture will include off-farm 
businesses, occupations, and professions utilizing agricultural skills. 
The agricultural service industry offers careers in hundreds of 
occupations requiring specialized skills or the ability to operate and 
repair farm equipment. Many with agricultural knowledge or skills 
12 
required off-farm agricultural related job experience; while other 
occupations require a duration from a few months to several years 
training in technical schools, junior colleges, or colleges and univer-
sities. 
According to the Handbook, farm equipment dealerships currently 
employ persons in farm-related and non-farm occupations. They must know 
the needs of farmers in their area and stock the latest machinery to 
meet these demands. Dealers employed sales workers, farm equipment 
mechanics, parts sales workers, secretarial, and clerical employees. 
Sales workers of all occupational titles will exp(~rience much 
faster than average growth rates for all occupations through the mid 
1980's. Salary ranges for sales workers will be highly variable, 
dependent upon the type of employment, personal qualities, and fringe 
benefits included in the base salary. Farm equipment mechanics have 
been expected to increase about as fast as the average for all occupa-
tions through the mid 1980's. Salary ranges have been based on 1976 
levels of $3.50 to $6.35 per hour with some earning up to $15,000 per 
year due to time and a half for overtime above the 44 hour average 
work week. Diesel mechanics have been expected to increase faster 
than the average for all occupations through the mid 1980's with 
average hourly wages of $6.67 and a 40 to 48 hour average work week. 
Industrial machinery repairers (an integral part of some farm equip-
ment dealerships) were comparable with the diesel mechanics previously 
mentioned; with average salaries in the Houston, TexaH area of $6.80 
per hour. Employment of clerical workers has been expected to increase 
faster than the average for all occupations through the mid 1980's. 
The best long term employment potential is in areas which have been 
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compatable with computer applications and jobs being developed as a 
result of new technologies. Salary ranges ran from $113 per week for 
routine jobs to highly skilled workers obtaining $200 or more per week. 
Salary variations were common in clerical work and reflect differences 
in educational level, work experiences, and level of responsibility. 
An average work week of.40 hours was indicated for clerical workers in 
most cities. Many of the job openings in the above mentioned categories 
have resulted from the need to replace experienced personnel who 
retire, die, or transfer to other occupations. 
of occupational information on a national level, it does not provide 
information on occupational needs within specific regions. 
An article on future employment trends indicated that the manufac-
turning industry, particularly the _!!l_a_c:!1-~!.':er:t_ _!_!ldus_t:_]'."}'., will experience 
a 13 percent gain during the 1970's for additional workers was 
projected to increase by 40 percent due to socio-economic progress, 
urban renewal, transportation, harnessing the ocean, and enh_a_!l_~~ng ~he 
bea~t_x _o_f ~h~ J~_n~. These professions and vocations offered good 
chances for advancement to supervisory positions while specialized 
training offered advancement to sales, teaching, technical writing, 
and tec_h_n_i_cal jobs. 
Dillon ( 8) emphasized in an editorial that: 
(1) The teachers of agriculture should know the breadth 
of ·opportunity for agricultural jo):>s on and off the 
farm in his local community, area and state. 
(2) Involve citizens consulting groups in planning and 
evaluation of his total program (p.219). 
He commented that the secondary and post-secondary teachers should 
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strive to provide their students with the necessary skills, knowledges, 
and abilities to enable them to advance in the world of work. This 
would provide them with occupational principles to allow for technology 
transfer to changing agricultural or related job situations. 
In another editorial from the same publication, 'forthington ( 9 ) , 
Associate Commissioner for the Bureau of Adult, Vocational and Techni-
cal Education, U.S. Office of Education, commented that agriculture or 
agricultural businesses have been the largest and most basic industry 
in need of job training program expansion. He conunented that vocational 
agriculture teachers must expand their training programs of instruction 
for careers in the multitude of allied corporations in agricultural 
businesses. This must be done while maintaining existing high standards 
in training s.tudents for on-farm production agriculture. He called 
upon teachers, supervisors, state education agencies, and the Office of 
Education to work together in restructuring and expanding programs 
around the career education theme.. He was quoted as saying: "The total 
agriculture industry must have better, more comprehensive agriculture 
and agriculture business programs today than ever before" (p.219). 
More than 500 companies were found to exist in agriculture and 
allied fields requiring specialized training. This indicated that 
new challenges and opportunities were opened in the field of education. 
The development and implementation of encompassing programs would be 
beneficial to both students and the nation. 
Huber (10), a teacher in the Spoon River College at Canton, 
Illinois, related that the need for a Farm Technology Program in the 
state of Illinois stemmed from a national study by the U. S. Department 
of Labor in 1963. This study found the average age of farm equipment 
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personnel to be approximately 55 years plus, while the findings of an 
additional national study indicated a need for 20,000 farm equipment 
mechanics. A study completed in Illinois found an immediate need for 
500 farm equipment service mechanics within the state alone. In 
concluding the article, Huber commented that a good number of the 
graduates trained in the farm equipment dealerships migrate to the 
bettet paying job conditions, usually in agriculturally related occupa..:. 
tions. However, many students go to jobs in energy, automotive, and 
manufacturing businesses due to the low wage comparison of farm equip-
ment dealerships to other 1.usinsses and industries. 
The article ·emphasized that farm equipment dealers have been 
caught in a service charge and wage squeeze in comparison to many other 
types of mechanical busineeses. They also have been hampered by some 
unfavorable working conditions (heavy pieces of equipment, inside-
outside work, special tools not available, unsafe methods of handling 
equipment, etc.) contrasted to modern automotive, trucking, and 
mE~ufacturing businesee&. It was stressed that until some of the wage 
and job working conditions ~ere enhanced, it would not likely attract or 
hold potential students. 
In Terry's (l.l, p. 13) study, the adopted opinion was that post-
high.school programs of instruction for agricultural machinery 
occupations seemed to be among the most promising sources for staffing 
machinery dealerships with competent trained personnel. This opinion 
was reinforced by the following quotes from current important 
publications in which the National Advisory Council on Vocational 
Education (12) stated: 
SQm~ formal po:,;t-H~cundary voeatiunal. occupational 
. preparation for all Hhould be a goal of the near future. 
Before many years have passed, the labor entrant without 
advanced skills gained through post-secondary education 
will be at a serious disadvantage. Universal advanced 
training will bring increased productivity, higher 
stan!iard of living, and greater adaptability, to the 
profit of the economy, as well as the individual (p. 50). 
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Also in the same publication a panel of consultants on vocational 
education were quoted as saying: 
The desirability of keeping young people out of the work 
force until they are older and better prepared, the 
critical need for technicians, the importance of more 
extensive shops and laboratories; these all indicate the 
vital importance of education for employment of youth in 
the· years· beyond the high school ( 12, p. 50 ) • 
A research study conducted by Warmbrod and Phipps (13) found that 
the agricultural equipment service occupations listed were in need of 
the largest number of agriculturally trained workers in the future. 
The authors concluded: 
Evidence indicates that majority of the employees in the 
non-farm agricultural occupations are working in jobs for 
which post-high school education in both agriculture and 
certain other subjects is appropriate. Particularly is 
the finding true for those jobs in which the greatest 
number of employees.will be needed in the future (p. 17). 
Stevenson (14, p. 45) further observed that: "Those businesses 
which indicate that greatest percentage of workers, with beyond high 
school education, are Dairy Processing, Grain Storage, and Agricultural 
Machinery". 
All the studies and surveys previously mentioned, express employ-
ment opportunities .for trained, competent personnel to fill the 
projected vacancies in agricultural equipment dealerships with post-
high school vocational and technical training. 
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National Studies and Research 
Since the e1factment of the Vocational Education Act of 1963, a 
great deal o( research has been conducted by national, state, and local 
agencies to predict employment trends and opportunities for many 
vocational and technical occupations. Prior to that time, the educa-
tional format in the country stayed with a general approach. However, 
with the passage of governmental acts, the public's demand for 
employable, practical education, and the impending emphasis on career 
education, researchers have diverted attention and energies toward 
specific needs by enumerating facts and defining problems concerning 
educational demands. 
A research study has been conducted over a twenty-six state area 
by the Ohio Center for Vocational and Technical Education in 1965 (15). 
The purpose was to determine urgent needs and give definite information 
on requirements for occupational education involving competencies in 
agricultural fields. It was designed to produce a feasibility summary 
publication from a cooperative project. The study utilized a random 
sampling technique ranging from 10 percent to 50 percent and used both 
paid and unpaid volunteers to execute.data collection. The study 
implemented a prepared and pretested interview schedule to agricultural 
businesses, industries, agencies, and services in need of occupational 
agricultural competencies and future employees. 
Some findings the study disclosed were: (1) Persons employed in 
off-farm agricultural businesses needed education in agriculture; 
(2) machinery sales and service was the area in greatest need of 
employees; (3) salesmanship, human relations, and business management 
were competencies needed by employees; (4) beginning salaries and 
wages for service workers were low and unattractive; (5) vocational-
technical education programs of post-high nature were appropriate for 
many employees; and (6) trainees with farm backgrounds or experiences 
would have definite advantage in seeking employment in off-farm 
agricultural businesses. 
18 
The greatest number of employees were needed in agricultural 
equipment, agricultural supplies, and ornamental horticulture in the 
next five years. The study also showed an expected effect on programs 
in the future; however, it lacked good cooperation in obtaining data. 
Many of the state's reports depended upon the respondents to obtain the 
information collected for the study; therefore, the findings were of 
questionable reliablilty and validity. 
In 1965, Louisiana State University conducted a survey through 
the Department of Vocational Agricultural Education (16). The purpose 
of this survey was to determine numbers, identify job titles, determine 
competencies, and define special characteristics plus job description 
available to the non-farm youth in agriculture within the Alexandria-
Pineville area of Louisiana. They survey utilized an interview 
schedule for 139 businesses in the respective area which was connected 
with agriculture. The survey disclosed that of the 3,048 employees 
employed within the sample population, 913 were required to have 
knowledge and skill in agriculture subjects. Among the 913 workers, 
224 different job titles were identified with an expected five year 
increase to be 975 workers and 252 job titles. Employees at management, 
skilled, and professional levels were in the greatest demand for future 
employment. The minimum age of 15 and a maximum age of 45 was dis-
closed by employers as a fixed trend to desired qualifications of 
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employment and length of service from the employee. Salaries were paid 
according to levels of employment. Higher salaries were earned by 
professional, managerial, supervisory, skilled, and sales personnel 
with provisions made for tenure increments. Unskilled labor employees 
were excluded from any fringe benefit conditions. Employee vacancy 
replacement was almost entirely limited to high school graduates or 
persons with all or some college experience. Employees, in 40 percent 
of the cases, with an agricultural skill and knowledge would be replaced 
by persons having a farm residential backgro~nd. Little or no 
limitations; (i.e. Civil Service regulations, labor law restrictions, 
etc) effected entering various jobs identified within the occupational 
titles in the area. Job titles were expected to increase and agri-
cultural competencies would advance to create a need for more 
comprehensive vocational education immediately prior to employment or 
in the early stages of employment. Employers indicated that continuing 
education of employees was available through company or firm schools 
plus training while on-the-job. Adult education programs, post-
secondary schools, and colleges were reported to he infrequently used 
for training personnel within the area because (in many cases) they 
lacked the ability or facilities to provide the highly specialized and 
current upgrade training needed by their present employees. Major 
conclusions drawn from the study revealed that the establishments 
included in the survey represented practically all aspects of non-f arrn 
agricultural job titles ranging from semi-skilled to specialized and 
professional services. 
The study indicated that there would be less need for semi-skilled 
and unskilled workers in the future, yet some businesses providing 
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agricultural services signified a willingness to hire these people in 
service and operative jobs. The study disclosed that the non-farm 
agricultural occupational opportunities within the area offered youth 
a wide range of job choices at fair .E21.· The employers of the surveyed 
firms expressed a strong desire for well trained young men who were 
knowledgeable in performing agricultural services. The study indicated 
.that although census figures showed. a declin7 in the total number of 
·, 
farmers through01'.lt the nation, the agricultur;al businesses outsriped an;y 
other industry id. job numbers and varieties by employing ~ out of 
every three persons in the current labor market. No other business was 
seen to propose a brighter prospect for the youth of the country than 
agriculture. Educators within the state of Louisiana were advised in 
the future to consult employers in non-farm agriculture on a regular 
basis before making final determinations to define pre-employment 
training qualifications for satisfactory job entry. 
The Louisiana survey represented a well designed study that could 
be used by researchers as a model study in obtaining occupational 
information within a defined area. It utilized a concise questionnaire 
instrument to obtain factual employment opportunities and need from 
agricultural businesses in the Central Louisiana area. Information 
was revealed in terms of employee qualifications and chacteristics 
found in later surveys throughout the country. 
A 1969 Texas study concentrated on the single occupational title 
of Agricultural Machinery Mechanic (17). Fifty-one managers of farm 
equipment dealerships over the state of Texas were surveyed to acquire 
information concerning occupational and trade training content 
necessary. The administrative aspects for obtaining data involved 
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contributions from personH ranging from the TexaH State Director of 
Agricultural Education to managers in farm machinery service and repair 
shops. The State Director requested each of the ten state area 
supervisors to select and recruit four vocational agriculture teachers 
within their area to serve as investigators for the state project. 
After selection of the investigators, ~he area supervisor met with the 
investigators to provide forms and instructidns for collecting data:. 
Data for the ."knowledge and skills" part of the study was obtained 
from the managers of the service and repair shops, and data for the 
"occupational information" phase of the project was secured from the 
manager of the business. Managers interviewed were responsible for 
the entire operation of the business and were either the owner or hired 
manager of the buisness. 
Data received.indicated that all the businesses employed 
mechanics. Each business employed an average of 3.79 agricultural 
machinery mechanics per business composing slightly more than 35 per-
cent of their total labor force. "Other" job classifications included 
bookkeepers, secretaries, and machinery set-up men. Eighty-eight 
percent of the firms employed salesmen, 70.59 percent employed mechanic 
helpers, and 75 percent employed service managers. Ninety-four per-
cent of the employers expressed a shortage of well-qualified mechanics 
with an estimated need for 7,000 more mechanics in the next five years. 
Sixty-two percent of the respondents listed a critical shortage of 
qualified parts personnel with an estimated need for 3,600 well-
qualified partsmen in the next five years. Managers expressed a need 
for trained personnel and were willing to assist in providing 
experienced and trained individuals for employment. One manager was 
.•• In these times when mechanics are getting more 
expensive and more technical all the time and so few young 
men are· pursuing this field of training, we desperately 
need a source of young men who are intelligent and who have 
• • • a basic knowledge of mechanics so :that we have 
replacements for older men who are retiring or who cannot 
keep up with technical advances which are being made on 
farm eq~ipm~nt (17, p. 17). 
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Employers indicated a 47.98 hour average work week with an approx-
imate. wage of $2.50 per hour of $119.65 weekly wage for mechanics. 
Fringe benefits listed included: paid vacations for full-time employees, 
sick leave arrangements, and insurance programs. Ninety-four percent 
of the 51 dealerships approved for implementation tif a mechanic 
training program in local Texas high schools. Eighty-nine percent of 
the dealerships provided local opportunities for on-the job training of 
mechanics. Seventy percent favored employees with farm backgrounds. 
The minimum hiring age was 18 years with a maximum age of 60 years, 
however, the prime employee hiring age was 19.22 years, indicating that 
younger men were highly desirable. The research disclosed the follow-
ing major conclusions, a critical shortage of farm machinery service 
and repair mechanics existed within the firms, and employers were 
concerned more with employee personal attributes for beginning mechanics 
than their level of knowledge and skill development. 
It should be remembered that the above survey only included a 
narrow study of one occupational title (agricultural machinery mechanic) 
as related to the total agricultural machinery occupational spectrum, 
yet it indicated urgent designations within each of the occupational 
titles. Employee qualifications appeared to deviate from other 
studies, indicating a lack of common objectives for recommendations and 
needs of trained personnel by employers between other states and 
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localized areas. 
A staff study was conducted in the state of South Dakota by the 
Department of Agriculture Education (18). The purpose was to ascertain 
agricultural business competencies needed by employees in the field of 
agriculture, numbers presently employed, off-farm occupational 
opportunities, qualifications of new workers .• services performed by the 
most needed job titles, and the in-service education desired by present 
; 
and prospective employers of agricultural firms within the state. The 
population was limited to 1,878 off-farm agricultural businesses in 
South Dakota. These were identified through the use of a commercial 
credit directory as doing an annual gross volume of business in excess 
of $20,000. Data was collected by means of mailed questionnaires. 
They were sent to employers who indicated a need for workers required 
to possess knowledge in the field of agriculture, however, only a 25 
percent response rate was listed. This seemed to indicate lack of 
interest by the respondents toward the questionnaire. The low response 
rate affected the validity of worker needs. 
Findings of the study revealed that: (1) opportunities far 
exceeded the supply of workers trained in agricultural competencies; 
(2) 2,485 or more off-farm agricultural workers would be needed in the 
state within the next five years; (3) 46 percent of the firms would 
employ one to four employees each and 20.5 percent would employ from 
five to 14 employees each; and (4) more than 22 new job opportunities 
would be added by agricultural businesses in the next five years. 
Employers predicted that more than one third of all new workers would 
be needed in the field of agricultural mechanization, exclusive of 
sales and management personnel •. Processing, grain~feed-seed, farm 
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implements, agriculture chemicals-fertilizers, and general farm supplies 
would employ 80.3 percent of the off-farm workers. Most employers 
considered farm background as either essential or desirable to employ-
ment. 
The foregoing study reflected a common need and recommendation for 
trained, competent agricultural personnel, particularly in the 
agricultural machinery section. The low response rate on the question-
naires resulted from a weak method of research utilized in obtaining 
occupational information. 
Wood (19.) completed a study in Spokane County, Washington, to 
determine the kind of education needed by high school graduates for 
entry into the ~machinery business. An interview method was used 
with employers of 14 firms using a modified version of a previous 
instrument developed by teacher educators and state supervisors at the 
Center for Vocational and Technical Education of Ohio State University. 
The employers interviewed expressed qualifications of new employees as 
being 18 years of age or over, from farm backgrounds, at least a high 
school education, and preferable work experience before being hired. 
It was inferred by the employers that they would pref er that prospec-
tive employees have something ~OJ'~ ~~?.!!. high school education. 
Farm machinery dealers in six towns in northeast Kansas were 
interviewed by Eck (20) in an attempt to determine the competencies 
needed for employment in these dealerships. Dealers were asked to 
rate a list of competencies as to whether each was essential, very 
important, important, of little importance, or of no importance for 
employment in a farm machinery dealership. The investigator contended 
that yocational-technical schools and junior colleges had a particular 
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responsi.bility to provide f_l!_i::_n: mac!~nerx_ dealers with trained workers. 
Another study conducted by Terry (11) in the state of Ohio in 1969 
and aided by the John Deere Equipment Company proposed to identify and 
describe the service occupations in agricultural machinery dealerships. 
These would likely continue operating in the future and were described 
in the study as "pacesetter" dealerships. Sources of data were the 
employers and service department employers in 10 John Deere and 
Company dealerships in Ohio, selected by the Columbus branch management 
personnel as typical of the operations desired of "pacesetter" 
dealerships. The investigator used an interview schedule instrument, 
developed and administered by the investigator, to collect the data 
for the study. The findings of the study tesulted in identifying 
twenty-two job titles within the dealership firms. Adequate similari-
ties between the jobs resulted in condensing them to a list of eight 
titles; (1) parts manager, (2) parts man, (3) shop foreman, (4) service 
manager, (5) set-up man, (6) field mechanic, (7) truck driver, and 
(8) delivery man. Several new service occupations were expected by the 
dealers to emerge within their businesses in the next five years. 
These included technical service positions not presently used including; 
(1) lawn and garden serviceman, (2) field service mechanic, (3) used 
machinery repair man, (4) used machinery foreman, (5) diesel engine 
specialist, (6) hydraulic system specialist, and (7) electrical system 
specialist. Employee fringe benefit characteristics of a similar 
nature were (1) type of promotion, (2) paid holidays, (3) education 
qualifications, (4) health insurance coverage, (5) tools furnished, 
and (6) occupational experience required for employment. Variable 
chacteristics and fringe benefits of the occupations were found to be; 
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(1) weekly work hours, (2) hourly wages, (J) life insurance coverage, 
(4) paid sick leave, (5) vacation, and (6) paid training leave. The 
study concluded that the employment outlook for the dealership service 
occupations were favorable. Employers indicated a preference of post-
high school training programs to meet their existing and anticipated 
manpower needs. The study recommended the establishment of four 
combination programs, selected from the eight occupational categories 
in the study, to be implemented in post-high school programs. Additional 
research was recommended to determine comparisons of sei:vice occupa-
tions in other types of "pacesetter" dealerships from other areas. 
Added study was indicated to determine the nature of specialized 
occupations as they emerged within the field. 
Although only one type of farm equipment company was surveyed, 
Terry's findings revealed many similarities to other studies in the 
field, and other areas. The responses strongly indicated that employ-
ers of farm machinery and/or agricultural equipment dealerships have 
started to pl,ace ... an increasing emphasis on the need for better 
' ~ 
qualified personnel through post-high school vocational and technical 
training programs. 
The Agricultural Education staff at the Virginia Polytechnic 
Institute assisted vocational agriculture teachers of high school 
students in the state of Virginia (21). They determined which of the 
off-farm occupational experience programs would best serve the needs 
of students and agricultural businesses in their conununities. The 
teachers were requested to survey their respective school community 
areas by soliciting names of businesses, numbers of people employed, 
numbers of current additional employees needed, and the prediction by 
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the businesses of additional employees needed within the next three to 
five years. The questions presented included the kinds of products 
handled and the types of work that additional employees would be 
expected to do. ~Sununary of the data from the 79 school community areas 
composed of 139 ligricultural businesses surveyed listed a total employ-
ment within the firms of 13,338 persons. Managers of the businesses 
indicated a total present and future need for 3,135 additional persons 
in the next five year period. The data summarized a considerably 
greater need for persons in the agricultural business and agricultural 
machinery service (1,162) than any other agricultural area. All the 
jobs listed by employers required an essential ent_ry level of knowledge 
and skill. A number of the jobs listed were; foreman, salesman, 
service and maintenance, skilled mechanics, and others requiring 
responsible characteristics. The study expanded its occupational out-
look from the data findings of the 39 percent of the conununity areas 
surveyed to the remaining 61 percent. It was determined that an 
appropriate need of 8,000 present and additional trained agriculture 
workers during the next three to five years would be required. The 
problem became apparent since the state of Virginia had only about 
2,000 high school students with four years of vocational agricultural 
training to fill community needs, provided a!_!_ of them went into the 
agricultural field. This conclusion and projection indicated that the 
state would fall far short of meeting the required number of trained 
personnel to enhance the economic situation of agriuclutral businesses 
with the state. The recommendation followed that similar studies be 
made in and around the larger cities in the state to reinforce the 
findings and projections, and that vocational agriculture teachers 
throughout the state make complett~ Hurveys within their school 
service areas at least every two years to keep abreast of employment 
opportunities and needs. 
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A journal article was published by Steakley and Webb (22) of the 
Depart~ent of Agricultural Education of Texas A & M University, stating 
the major findings which ~dentified opportunities and requirements to 
enter into the farm machinery mechanics trade. The statewide study 
resulted from a demand by implement dealers in Texas to establish a 
two-year course of study in vocational agriculture to train high 
school students to become farm machinery mechanics. A number of the 
major findings were; (1) an acute shortage of farm mechanics existed 
in Texas, (2) mechanics were in great demand by implement dealers, 
(3) an estimated 7,000 mechanics would be needed immediately and within 
the next five years, (4) an estimated 3,600 parts men were the second 
greatest need by the dealers, (5) the minimum age for hiring mechanics 
was 18, (6) managers preferred, but did not require, mechanics to be 
high school graduates, (7) an estimated minimum of 2.5 years on-the-job 
training would be required for a person to become a mechanic, (8) a 
majority of managers preferred that employees have farm or ranch 
backgrounds, and (9) 95 percent of the participating managers stated 
they would assist local high school develop programs for training 
mechanics. The study recommended concerted efforts to encourage young 
men to select a career in the mechanics trade. Efforts should be made 
jointly by educators, industry, and other groups to expand programs 
for training mechanics. 
A report was completed by Baker (23) in 1972 and sponsored by the 
Bureau of Elementary and Secondary Education (DHEW/OE), Washington, DC. 
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This report was one of five suunnary reports conducted as part of a 
Pre-technical Curriculum Planning Project for secondary students who 
aspired to technical employment or post-secondary technical education. 
The report represented the results of an assessment of the Northeast 
Florida area technical occupations in agriculture and related 
businesses, Agriculture mechanic employment statistics were included 
in the report. Projected demands were made for the increase of service 
technicians (mechanics) by 29.3 percent, parts managers by 13.3 percent, 
salesmen by 9.5 percent, field service technicians by 100 percent, ~nd 
truck drivers by:50 percent over the statewide area in the next twelve 
months. The bonc.lusion reached was that a stimulated demand for tech-
nical workers with skills in areas related to "agri/business", 
recreational vehicles, and organic farming methods which would bolster 
the market for agricultural workers in all parts of the country was 
needed. Further conclusions that a high priority of further design 
and development of concepts and educational materials supported the 
projected needs assessment. 
An indepth study was conducted by Bishop (24) and sponsored by the 
Montana State Department of Public Information providing date on 
curriculum development and the institution of agricultural education 
programs to meet manpower demands in Montana. The report was a com-
posite of competency interviews with employers in a particular area. 
Entry level employment in each of 12 job classifications in the area 
of agricultural mechanics occupation were rated on a scale of relative 
importance. Results from the study were used to assist prospective 
employees in assessing their qualifications, to aid counselors in 
guidance, and provide program planners with a basis to develop 
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curriculum materials with performance objectives for training programs. 
The study recommended additional resea.rch for designing a new model of 
a task analysis for a detailed breakdown of all competencies into their 
respective tasks. This was to provide insight into changes regarding 
competencies that are due to changing technologies which consequently 
could create new jobs and training program needs. Research was needed 
to determine efficient and effective ways to assure articulation at 
·all educational levels in preparation of prospective employees. A 
need was also seen to establish common cores of instruction and mini-
mization of repetition between vocational-technical schools and college 
programs. Further recommendations suggested careful study of existing 
curriculum designed to prepare employees for farm machinery dealerships, 
careful evaluation of existing training programs for competencies 1 
needed in identified job titles, develop curriculum materials, field 
test all curriculum materials for new training programs, and the 
utilization of statewide advisory councils when planning new or expand-
ing existing programs. 
Another study in the same project to meet the state agriculture 
manpower needs was authored by Donahoo and Amberson (25) and conducted 
by the Montana State Department of Public Instruction. The purpose 
was to determine competencies for employees entering the agricultural 
supplies and services occupations. The area of supplies and services 
represented 40 percent of all agricultural occupations in Montana. 
The next four years projected a need of 329 trained people to fill the 
predicted vacancies. Some findings of the study were; (1) managers of 
agricultural businesses placed greatest importance on personal 
qualities such as liking people, establishing a rapport with customers, 
willingness to work, and optimistic attitude, (2) technical training 
will not substitute for desirable personal qualities, (3) farm and 
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ranch experience after age 16 was not considered a prerequisite for new 
employees, (4) and urban students should be enrolled in the agricultural 
service area. Evidence showed that competency training in non-agri-
culture courses could only be acquired from courses in business 
operations, safety, state and federal laws and regulations, financing, 
budgeting, credit, business planning, economics, and technical agricul-
ture courses in crop and livestock production. Managers of agricultural 
supply and service businesses considered technical agriculture courses 
as important in crop and livestock production, but courses in farm 
management and farm mechanics were not important to new employees in 
their firms. This study obviously did not consider agricultural 
equipment dealerships within their definition of agricultural supply 
and service occupations. However, some of the findings parallel good 
characteristics and competencies required by management and clerical 
job titles with agricultural equipment dealerships. 
A statewide survey was sponsored in 1974 by the Texas Educational 
Agency, Austin Division of Occupational Research and Development to 
provide employment estimates and vacancy rates in Texas from 1975 to 
1979 requiring agricultural or related competencies (26). Special 
studies of the Texas farm machinery and horticulture industries were 
reported. The entire known population of 734 farm machinery and 
equipment dealers were contacted. An overall response of 42.9 percent 
was obtained from the mailed out instrument. Due to similarities in 
the dealership group{ngs,the responses were treated as a simple random 
sample for analysis purposes with a 4.5 percent expected error at the 
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.95 confidence level. Brief conclusions from the survey were; almost 
9,000 persons were employed by Texas farm machinery and equipment 
dealers in 197Z, 7,000 were considered full-time positions; two-thirds 
to four-fifths of the respondents considered high school, work exper-
ience, and /or technical training backgrounds are important for 
positions of general manager, salesman, shop foreman, partsman and 
mechanics, and additional training for farm machinery mechanics were 
most important in the areas of hydraulics, diesel fuel systems, and 
ignition systems. Occupational titles of general manager~ salesman, 
bookkeeper, secretary, shop .foreman, partsman, mechanics, mechanic 
helpers, assemblymen, deliverymen, and others were identified. Of the 
8,488 total full-time occupational positions available in the dealer-
ships, 6,972 positions were filled while 872 positions were vacant. 
This constituted a 10.3 percent vacancy rate within the 734 dealerships. 
An estimated 901 part-time employees and 756 seasonal employees had 
been employed by the Texas dealers in 1972. This provided a total of 
8,629 occupational positions among the farm machinery and equipment 
dealerships. General conclusions drawn from the study rated vacancy 
rates for agricultural positions high due to; low starting wages, 
requirements of high agricultural position skill competencies for 
entry level, little opportunity for job advancement, and less favorable 
working conditions for jobs requiring comparable skills outside of 
agriculture. 
Several articles were found in the research of trade and profes-
sional journals on a national level concerning the implementation and 
success of agricultural technician programs. Heasler (27) discussed 
the concepts of technical education programs as applied to one of the 
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coordinat~ campuses of the University of Minnesota-Waseca. The school 
was described as an agricultural technical college established in 1971. 
The programs were designed to prepare students in mid-management, and 
semi-professional positions in the broad field of agriculture. The 
article advocated that agriculture educators have begun to realize that 
no longer can any educational system tolerate ignoring the world of 
work, or define occupational studies as inferior to general studies, 
and provide for only the academically endowed. Such attitudes contri-
buted to a vast wasteland of disadvantaged youth who were unwanted and 
untrained. The agricultural technician was referred to as a worker 
located between the skilled worker and the professional in the job 
classification structure, their work performance and their educational 
attainment. Characteristics of technical education were found to 
include the practice of having a student work in a chosen field. An 
actual employment setting through the implementation of an internship 
program in its curriculum was of prime importance. The conclusions 
drawn were: we acknowledge the variable needs of all students who seek 
careers or satisfaction in an agricultural occupation; the concept of 
agricultural technical education must be as meaningful as any other 
type of technical education; and future programs need to cultivate a 
positive approach and develop positive convictions concerning its 
values. 
Three articles were found discussing the implementation and 
successful operation for agricultural technician programs at the 
connnunity/junior college level. 
Ewing (28) describes the farm mechanic program found at North-
eastern Junior College in Sterling, Colorado. The program was launched 
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in 1968 on a one year program under the Manpower Development Training 
Act. In 1969, the administration signed it into a two year program 
granting an Associate of Science degree. In 1974, a one year certifi-
cate program was added for individuals who desired only one year of 
training for on-the-farm mechanical work. The growth of the program 
resulted in the hiring of a second instructor in 1973. In 1975, a 
larger vocational building was constructed to include increased shop 
space for diesel pump and injector repair, hydraulics, wash room, and 
reference room. The curriculum was designed to train students for 
every phase of an implement dealership in service, sales, and parts. 
Implement dealers hire second year students as part-time employees 
after class hours. A good recruitment program was organized through 
· state high school vocational agriculture teachers. They advise students 
interested in agricultural mechanics in the Northeastern Junior College 
program. Recommendations stated: being completely prepared before 
opening doors on new programs; be·sure facilities are suitable; 
instructors keep updated on new equipment, prices, and agricultural 
changes; and continue to expand good agricultural implement courses in 
the high schools. 
Custer (2~ related that the success of their two year program at 
Joliet Junior College, Joliet, Illinois, was the cooperation of agri-
culturally related businesses. The first program was begun in the 
state of Illinois in 1964. Joliet was the only college to qffer .. 
transfer credit in agricultural courses in the state. Later in 1964, 
a study was conducted to determine job opportunities in off-farm 
agriculture·and to identify the areas of the most jobs. An overall 
curriculum was designed, and in May, 1964,the Illinois Agricultural 
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/H1t'il1<:ltitlnn 11pprow,d th<:: program for implementation. The program was 
expanded to include two options to the agricultural supply curriculum, 
that of agricultural business and agricultural production/management. 
One year certificate programs have been included due to increased 
pressure for rapid job readiness skills required at the community 
college level. Custer recognized that agriculture was a rapidly chang-
ing occupation and programs must be continually scrutinized for 
timeliness. Students are taught to keep themselves aware of changing 
methods, markets, and equipment. 
A discussion of the North Carolina Community College system was 
written by Hudson (30). He described the technical and vocational 
agricultural programs in the 1974-75 academic year. 
These programs were designed to provide a theoretical and practical 
understanding of the field of work. Emphasis was placed on abilities 
to be able to sell, service, and manage farm, agricultural or natural 
resource occupations. The twenty-four technical programs, including 
Agriculture, Business, Technology, and Agricultural Service and 
Mechanization, are for two academic years. An Associate in Applied 
Science degree would then be awarded. The college system has developed 
their own various technical and vocational agricuitural curriculum 
programs to meet the wide diversity of manpower needs in the agricul-
tural industry. In the 1974-75 academic year, approximately 3,4000 
students were enrolled in.technical and vocational agriculture programs 
offered in North Carolina. Graduates of the technical programs work 
in close cooperation and direct supervision of professional persons. 
Vocational programs range from one to seven quarters in length. 
Graduates of a four quarter or longer program are awarded a diploma. 
Certificates are a~arded for the successful completion of any program 
of one to three quarters in length. 
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All the articles discussing implementation of vocational and 
technical programs at the college level utilized the services of state-
wide advisory councils. They were to direct and successfully develop 
the programs and curriculum. 
The new approach in training students for various jobs in 
agricultural equipment dealerships has been advanced with the computer 
age. The program was described by Nechville (31) and refers back to 
the University of Minnesota-Waseca Technical College in Mechanized 
Agricultural Technology-Power Machinery. The computer is used as a 
teaching tool to provide entry level competencies as partsmen and 
parts managers in the use of a parts inventory control simulation 
supported by a computerized inventory system. Problem sets were 
developed to provide student experience in working with parts manuals 
from several major manufacturers of farm equipment. The purposes were 
to expose expose students to several different systems of parts 
numbering and identification when ordering individual parts, sub-
assemble options, machine modifications, substitutions of new parts, 
and part number revisions or replacements. After locating the parts 
in selected manuals and filling out sales slips for each problem, the 
student inputs any transaction into the computer. The computer then 
provides a print-out of a sal~s report, plus a new inventory. This 
computerized simulation was found to be readily acceptable by students 
as a learning activity. It also provided students with basic entry 
level competencies required for parts sales occupations. 
A complete model of an agricultural equipment technology program 
was found during the review of literature that could be used for the 
development of new or modification of existing programs in post high 
school institutions (32). The model is available in microfiche 
(ED 038527) or hard copy form from the Office of Education (DREW) in 
Washington, D.C. 
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A review of recent trade journal articles gave insight as to agri-
cultural equipment dealership opinions on projected training programs 
and employment needs. 
In an evaluation (Zn of seven types of service assistance from 
their major companies, dealers stated there was a serious need to 
develop a solid program to train dealers and/or service managers in 
1) how to spot good potential employees in one's own community, 2) how 
to attract and screen applicants, 3) how to launch new workers on ap-
prentice training programs, and 4) how to motivate individuals (33). 
Excellent results from such a training program could result for smaller 
dealerships according to those surveyed. One respondent in the study, 
whose annual sales were well over two.million dollars, doubted that his 
labor recovery rate was as high as 50 percent. He was highly disturbed 
that his major company had nothing to offer in service management 
guidance. 
A monthly trade magazine stated that there are fewer dealerships 
now than ten years ago (34). They work with larger territories, larger 
shop areas, larger service crews, and much larger monetary volume in 
the service department. The study indicated that 51 percent of 
responding dealers had a 30 mile radius, 49 percent had $50,000 in 
service labor business per year, and 11 percent of the respondents had 
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more than $150,000 in service labor sales per year. Dealers today of 
small or mid-sized status are most likely to farm jobs out or exchange 
malfunctioning units of a specialty nature. Larger dealers, with large 
volumes of specialty work, prefer to do the jobs themselves by invest-
ments in the necessary tools and trained manpower to monopolize on the 
profits from such work. 
Owens (35) stated that the dealers standards for his parts person-
nel are not as high or well-defined as his service and sales personnel 
(including office staff). A good partsman is defined as: "a compound 
of salesman, serviceman, and accountant" (p.11). Since they must have 
the qualities of each, they do not have a definite job definition and 
stand in the shade of the men in the service and sales departments. 
The partsman with any dealership is considered a vital link in the 
company'~ prestige as a parts and service representative. The basic 
function of the partsman is to take and fill orders; however, they must 
do this job with a good deal of accurate and expert technical knowledge 
to minimize mistakes and costs to the dealer. 
Thiemann (36) observed that implement dealers stated competent 
people are getting harder to find, especially in the shop areas. Young 
men with the understanding of diesel and hydraulic systems on modern 
equipment are scarce. Current technical and trade schools do not cover 
all the necessary ground for competent service personnel. Factory 
training was considered helpful, but often wasted because of poor se-
lection by the dealer's decision as to who should attend such factory 
training seminars. An ideal shop core should consist of two or three 
older, experienced mechanics with several younger men working with them 
as apprentices. An evaluation was considered necessary from the school 
or factory training programs. The results of such evaluations was to 
be sent to the dealer employers to identify those persons who have 
"successfully completed" a specific course of training. 
State and Local Research in Oklahoma 
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State efforts to provide off-farm agricultural occupational in-
formation found that individual studies in cooperation with the State 
Department of Vocational and Technical Education had completed a series 
of related agricultural surveys. The purpose was to provide adequate 
past, present, and projected employm~nt potentials in the area of ag-
ricultural businesses for Oklahoma. These s.tudies were significantly 
quoted by individuals and state agencies in implementing their respec-
tive research studies and surveys. None of the state studies seemed 
to entice implementation of some agricultural business training pro-
grams. Particularly noticeable was the lack of these programs for 
agricultural equipment and/or farm machinery. 
In 1966, Stevenson (J.4) recognized the growing awareness of an 
urgent need for information which would identify the employment oppor-
tunities and training needs existing in the off-farm agricultural 
occupations within the state. The sample for the study.consisted of 
128 out of 320 agricultural machinery dealerships over the state of 
Oklahoma. Findings indicated that 38 percent of employees in off-farm 
agriculture businesses needed technical agricultural competencies for 
successful employment. The greatest increase in employee numbers was 
expected in the ornamental horticulture, agricultural machinery, and 
agricultural supplies businesses. Salaries and wages in some agri-
cultural service types of employment were low.. Fifty percent of the 
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employees in the off-farm agricultural business needed education beyond 
the high school level and the minimum age level for employment ex-
pressed by employers was 20 years of age for skilled and 23 years of 
age for technical personnel. Eighty-two percent of the managers pre-
ferred employees with a farm or rural background. 
The agricultural occupational titles found needing the greatest 
number in the next five years were; machinery salesman, machinery 
mechanic, machinery partsman, and machinery mechanic's helper. Occupa-
tional titles found to exist within machinery dealerships were; 
managers, assistant managers, shop foremen, bookkeeper, salesmen, manu-
facturing supervisor, mechanics, partsman, welder, delivery man, 
mechanic's helper, and set-up man, with the only technical job title 
afforded to f ieldman. Aside from the conclusion that the agricultural 
machinery business expressed one of the greatest needs for personnel 
with beyond high school education, the study implied that future re-
search should keep informed on needs and opportunities in both 
production agriculture and agriculture business. It must also provide 
detaiied descriptions of the more important job titles in off-farm ag-
ricultural businesses; define what should be taught at the various 
levels of the state's educational system--high school, post-high 
school, and college, and provide periodic redefinition for agricultural 
and production competencies. 
In another Oklahoma study at about the same time, Morton (37) 
sought information to be used by educators in area vocational schools 
to develop curriculum. The information was built around six job titles 
found in the farm implement business that recognized a requirement for 
post-high school education. A sample of 30 of the larger-'far.m 
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implement business in Oklahoma was selected for the study. The inves-
tigator conducted a personal interview with managers or assistant 
managers to obtain opinions as to the degree of competency needed by 
all those employed in management and technical skills to qualify for 
job entry employment. The findings indicated that employees needed 
knowledge in human relations, job applications, interviews, connnunica-
tions, safety, and some competency in, mathematics as well as their 
technical qualifications. The findings of Morton's study paralleled 
the conclusions of Webb's (17) research in expressing employer's con-
cern over personal attributes of employees rather than entry levels of 
knowledge and skills. 
Mitchell (38) in 1970, directed a research study within the state 
of Oklahoma to supply manpower information related to agricultural 
business occupations. The purpose was for use in expanding or redi-
recting existing training programs. Agricultural heavy machinery 
equipment manufacturing and distribution were vital parts of the study. 
In Mitchell's rationale for his study he said: 
Farm youth, largely because of their work experience at 
home, have a "natural" advantage for gainful employment 
in any segment of the agricultural complex, providing 
they have the interest, guidance, and the necessary edu-
cation and training opportunities. How to make your 
employable by education and training prior to job entrance 
poses a vital problem to educators and administrators (p. 38). 
Mitchell utilized an interview questionnaire instrument employed 
under the direction of county chairmen. County vocational agriculture 
teachers were organized into teams for the purpose of the data callee-
tion. 
Of the 23, 306 employees identified within the twenty selected 
types of organizations, agricultural machinery and equipment 
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manufacturing and distribution ranked eighth with a 4.6 percent of the 
total state employment occupations having l ,25] t'mployces. Agricul-
tural heavy equipment service and operation listed a 2.2 percent 
employment of 519 employees over the state. ·-In none of the five 
supervisory districts, did agricultural machinery and equipment manu-
facutring and distribution rank less thaneighth by number of employees. 
Agricultural heavy machinery ranked less than fourteenth by.number of 
employees in the twenty selected classifications. In the Northwest 
District (including Kay, Grant, Noble, and Garfield counties), the 
number of employees required ranked fifth with 83 employees for 
agricultural machinery. They ranked eighth with 40 employees for 
agricultural heavy machinery as compared to statewide rankings. 
Of the 23,306 employees identified, the educational level desired 
by employers interviewed included, grade school, 1141 employees, high 
school, 12,056 employees, vocational agricultural training, 3,457 
employees; vocational and technical training, 3,025 employees, two 
years of college training, 2,029 employees, and four years of college 
training, 1,598 employees. Employees desired on educational level for 
the majority of occupational titles as high school, _first, vocational 
agricultural, second, and vocational technical, as third choice. 
For agricultural machinery and equipment businesses vocational 
training was desired for the occupational titles of partsmen, small 
engine repairmen, tractor and implement salesmen, and tractor mechanics. 
Mitchell concluded in his study that agricultural machinery and 
equipment manufacturing and distribution was one of the major areas, 
based on employment needs, for training program expansion and 
redirection. The statistics inferred that an increase of 2,599 jobs 
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1972, 1973, and 1974 were available for off-farm agricultural business 
trainees and/or graduates within the state. The study also indicated 
a current need in 1971 of 615 additional off-farm employees with 
annual replacement of 502 employees. 
Recommendation of the study urged that types of organizations and 
occupational titles be located. Needed educational programs in off-
farm agricultural business occupations should be implemented to train 
students for the occupational demands within the area. Similar 
research studies were encouraged at least every five years to validate 
existing data from previous studies. The annual replacement of exist-
ing and new jobs from changes in the economy affecting employment was 
advocated. Also, of significant importance were the opinions and 
outlooks of employer qualifications for trained personnel. 
Mitchell's study implemented the idea of a localized area poll; 
however, the statistical data and its reliability depended heavily 
upon the apathy, motivations, and interests of the many volunteers 
required to collect and tabulate the desired information. 
Other information developed to enumerate data on manpower supply 
and demand and the net manpower requirements in Oklahoma was compiled 
and provided in the State Occupational Information Coordinating Com-
mittee (SOICC) report for the state of Oklahoma (39). The report 
utilized eleven primary sources of manpower supply including the 
Bureau of Apprenticeship and Training, CETA Prime Sponsors, Oklahoma 
Board of Private Schools, Oklahoma Employment Security Commission, 
Oklahoma State Board of Barbers, Oklahoma State Board of Cosmotology, 
Oklahoma Real Estate Commission, State Department of Vocational-
Technical Education, State Employment Training Council, State Regents 
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for Higher Education; and Systems Design Division of Oklahoma State 
University. The data presented in the report was stated by the project 
coordinator, J. B. Morton, to be the best information available on 
manpower supply and demand for selected occupations within the state 
area until June 30, 1980. The next yearly report would be scheduled 
for release in January-February of 1981.. The study was conducted under 
a two-part procedure method consisting of subsection one--Manpower 
Supply and subsection two--Manpower Demand. The Oklahoma Employment 
Security Conunission furnished most of the industrial employment demand 
projections. Also provided was supply information concerning qualified 
and trained persons certified by the OES who had filed a claim to 
receive unemployment compensation. Other supply agencies for trained, 
qualified persons to fill state job demands were vocational-technical 
schools including high schools, post-secondary schools, adult, and 
Comprehensive Employment and Training Act (CETA) training programs. 
Private schools and apprenticeship training programs were listed untler 
separate coldmns~ 
The supply and demand tables utilized the combining of related 
occupations which are matched with programs that train workers for 
those occupations. The groups contained one or more occupations and 
one or more programs that were similar. Each occupation was identified 
by codes from the Dictionary of Occupational Titles (DOT) and the 
programs were identified by U. S. Office of Occupational Codes. The 
SOICC report took both of these numbering systems and applied its 
own combinations to the groupings of occupational titles and programs. 
This facilitated the use of a computer program to collect and summarize 
data for regional and statewide occupational manpower supply and demand. 
Only the NorthWC-!Ht reg!On of the report was rcvJewe<l by the 
investigator, because it contained the four counties of the study. 
This represented a good sample for possible agricultural equipment 
dealership employment needs. 
Employment findings by occupational areas for the Northwest 
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region, as closely applied to agricultural equipment dealerships, 
indicated demands for truck drivers, supervisors (non-working service), 
technical occupations, farm machinery repair, general office clerk, 
bookkeeping related (accounting), supervisor-administrative management 
occupations, and finance/credit. An oversupply of trained personnel 
was shown for the occupational groups of agricultural mechanics, auto 
mechanics, diesel mechanics, small engine repair, and auto body 
(repairers and painters). Although some of the programs show an over-
supply, the state report projected a need in the next five years for 
all the occupational titles listed under the oversupply programs. 
It was emphasized in the limitations of the SOICC report that 
manpower supply and demand tables should be viewed as changeable and 
not regarded as absolute values. This was especially true with 
certain industries where changes in the plans of a single firm could 
significantly influence the manpower demand in the given occupation. 
Much of the information on manpower needs was subject to error due to 
shifts in the economy, unexpected new industry starts, and other 
intervening variables. It would be interesting to contact and 
investigate the validity of the oversupply conditions shown within the 
agricutlural mechanics, diesel mechanic, small engine repair, auto 
mechanic, and auto body (repairers and painters) programs as applied to 
the employment needs of agricultural equipment dealerships within the 
Northwest planning region. 
A study selected by Williams (2), a graduate student at Oklahoma 
State University, represented the latest research within the State. 
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The purpose was to identify and describe occupational titles that 
existed at agricultural machinery dealerships for which high school 
graduates may qualify. Williams'· study was concerned mainly with the 
existing job titles, basic skills for successful employment, character-
istics ·and qualities desired for employment, present and anticipated 
numbers needed, and fringe benefits of the titles identified. Under 
the guidance of the Agricultural Education Department at Oklahoma 
State University, Williams requested a listing from the Executive 
Director of the Oklahoma Hardware and Implement Association, as to the 
20 most progressive dealers likely to exist in the future within the 
state. The dealers were selected from the opinions of the Executive 
Director in conjunction with the objectives and limitations of the 
study. Seventeen dealerships were chosen from over the state 
representing most of the major manufacturers of agricultural machinery. 
Twelve occupational titles were identified among the dealerships 
including; set-up man, assistant parts man, mechanic's helper, parts 
man, salesman, truck driver, janitor, mechanic, secretary, service 
manager, reconditioning man, and general helper. Of the 72 positions 
available in the dealerships, 54 were listed as full-time positions, 
11 part-time positions, and six were summer and/or student worker 
positions with a total salary range from a low of $251. 00 per month 
to over $600 per month. The majority of jobs held starting salaries 
in the $351. 00 to $451. 00 per month brackets for steady employment. 
The salary ranges did not seem an adequate inducement for full 
time employment, recruitment, and training of potential employees at 
the time of the study. 
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Dealers with the various implement agencies expt~cted an increase 
in employment for the majority of the occupational titles for graduates 
with a farm background. Fringe benefits offered by employers for the 
identified job titles were; vacations, holidays off, life insurance, 
paid sick leave, special tools furnished, uniforms, paid training 
leave, and hospitalization coverage. Employers identified a wide 
variety of jobs for high-school graduates on a full-time employment 
basis. These were available if the person had a sufficient overlap 
in skills and competencies, identified by the investigator, to make 
them flexible to the equipment dealer. 
In drawing personal insights from Williams' study, it seemed that 
equipment dealers expressed a reluctance to define other responsible 
job title definitions and numbers available. This stennned from the 
expressed need for more experience on the part of the individual plus 
necessary post-high school vocational and technical training. It was 
expressed by two of the seventeen dealers who refused to hire high 
school graduates. These factors coupled with low wages, limited 
chance for occupational advancement in terms of tenure or money, and 
"much" physical exertion involved in a major portion of all occupa-
tional job titles pose as connnon detriments to fulfill the needs fo 
agricultural equipment dealerships. 
The national and state studies reviewed for this chapter 
represented a typical cross-section in content and similarity to the 
many studies which have been completed throughout the country. They 
absolve the fragmentary information gaps in classifying employment 
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opportunities for persons with competencies in the emerging fields of 
agricultural business. However, many studies and surveys are needed 
in specific local areas. These must be available to existing or 
prospective training sites to explore the implementation potentials of 
the needed training programs. As well stated by Hunsicker (40), 
National Advisor to the Department of Health, Education, and Welfare, 
for the Office of Education, in a recent publication: 
. • • void of information, vocational education will have 
great difficulty in meeting the mandatory requirements of 
the new Federal legislation providing training for jobs in 
agri-business in which the national manpower needs have 
not been identified. • . • to date no one has such valid 
national projections on the manpower needs in the rapidly 
expanding off-farm agri-business segment of the industry. 
It is imperative that leaders in agri-business, farm and 
agricultural trade associations join forces in the 1970's 
to see that this information is obtained • 
• • • as professional educators in these fields, ours is 
the opportunity and challenge to provide leadership in 
this important segment of American education (p. 93). 
Summary of Review of Literature 
In the brief summation of the Review of Literature it appears 
there is a wide range of opinions on employment needs, job competencies, 
' 
salary levels, and educational backgrounds, for personnel in the 
agriculture equipment or machinery occupations within the state and 
nation. The studies and articles reviewed reflect the dilemma posed 
to the educational profession throughout the nation. In defining 
common grounds for training competencies and new training programs 
needs are identified, especially in localized areas. Many educators 
and program planners with state agencies conduct elaborate studies on 
manpower and training program requirements. Conclusion have been 
reached that dire needs exist for such trained personnel and programs 
without substantial results to show that actual needs truly exist or 
existed. The resulting data showed low response rates, poor methods 
of data collection, and bias or political methods of interview tech-
nique, etc. This led many of the studies reviewed into doubtful 
validity of their conclusions, results, and recommendations. 
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Manager and employer respondents to several of the studies had 
unrealistic views and opinions about their employment qualifications 
and educational levels required of many jobs. This particularly was 
apparent in the agriculture machinery spectrum. While employers stated 
they required or preferred employees with post-high school training, 
they were not willing to pay the higher base salary levels to acquire 
persons who had received such training. Apprentice training programs 
and willingness to assist in work-study or occupational education 
experience programs with local school systems indicated that employers 
desired younger people without work experience so they could hire them 
at cheaper base salaries. 
Low pay, long work weeks (44 hours or more), hard working condi-
tions <heavy lifting, cramped working quarters, poor safety equipment, 
etc), poor job advancement within the firm were negative conditions 
reflected with others indicated. In a few of the studies, these were 
more valid reasons for employee concerns by managers or employers in 
the agricultural equipment industry than competencies and training 
programs. Competencies in the public relations area rather than skill 
or technical knowledge for service employees did not indicate good 
connnon sense judgement for highly qualified and trained personnel by 
the employers. 
In the opinion of the investigator, the review of literature did 
indicate needs in employment and training for the agricultural equip-
ment industry, but not in the large proportions indicated in the 
findings and results of several of the studies reviewed. 
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CHAPTER III 
METHOD AND PROCEDURE OF THE STUDY 
The purpose of this chapter is to state how the population sample 
was selected, study instrument developed, and the data was analyzed. 
Specific objectives and limitations of the study provided direction 
in the formulation of the data instrument and size of the study's 
population. 
The primary purpose of the study was to determine the employment 
patterns and educational needs of agricultural equipment dealerships 
in North Central Oklahoma and South Central Kansas from which the ob-
jectives of the study were: 
1. To identify and list occupational titles that exist at selected 
agricultural equipment .dealerships within the the study area for which 
high school, vocational-technical, and college graduates would qualify. 
2. To identify present and estimated numbers of employees in each 
of the individual dealerships according to the occupational titles 
defined. 
3. To determine present and estimated average salaries plus fringe 
benefits for the occupational titles defined. 
4. To determine the basic educational level required of each 
occupational title identified for job-entry employment. 
5. To determine the ind;_vidual academic courses and backgrounds 




6. To identify areas of cooperation for a work-study program 
between dealers and a potential high school, vocational-technicai 
or college training program. 
7. To list specific comments and opinions of a,gricultural equip-
ment dealers concerning the need and implementation of cooperative 
work-study training programs within their service areas. 
8. To determine the magnitude of the individual dealerships by 
their gross value of sales, services and service areas. 
In order to collect and analyze data needed for the study it was 
necessary to: 
1. Determine the study population and se.lect the :sample. 
2. Develop instruments for data collection. 
3. Select methods of analyzing data. 
Study Population and Sample 
To determine the study population the investigator contacted the 
Executive Director of the Oklahoma Hardware and Implement Association 
and the Western Retail Implement and Hardware Association for a listing 
of all the registered association member agricultural equipment dealer-
ships in the North Central Oklahoma and South Central Kansas area. 
Dealers were sel·~cted from the listing who were withi11 the eight county 
survey area and geographically distributed to supply iresent and future 
needi; for trained personnel within thr• North Central 1 lklahoma and South 
Central Kansas area. 
The investigator divided the deali~rships into thr ~e categor~ies of 
small (1-7 employees), medium (8-15 em1Jloyees), and large (16 plus 
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employees), businesses by the number of full-time employees. 
From the total population, the investigator obtained a geographic 
selective sample. A selection of twenty-six dealers was approved by the 
head of the Technical Education Department at Oklahoma State University 
and who was chairman of the wri.ter' s graduate study (Appendix D). 
The Williams (2) study was selected as a model for.the survey pro-
cedure and instrument i.n data collection for this study. This study 
similar in the problem statement, purposes, objectives and geographical 
location to the study and followed on the recommendation to determine 
more job titles and needs for high school graduates in the ares of 
non-farm agriculture employment potentials. 
Development of the Instrument 
A data gathering instrument was desinged to obtain the information 
needed for the study. A draft of the instrument was submitted to the 
staff of the Technical Education Department at Oklahoma State University 
and the Research and Coordinating Unit for the State Department of 
Vocational-Technical Education in Oklahoma for revisions and refinements 
in the development of the final draft of the instrument. A copy of the 
instrument is included in Appendix C. The instrument was administered 
in person by the investigator to ti1e managers and/or owners of the 
dealerships. 
The interviews designed to identify the present and future job 
opportunities available to graduates from high school, vocational-
technical, and/or college training programs within the study area. 
The interviews were designed to describe job opportunities and charac-
teristizations id2i1ti fied bv the i'nDlement dealers. On a. trial mail-out, 
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five r1anaP,ers and/or owners of i:.'.1e various dL:alerships were contacted 
previous to the actual interview by letter. Permission was to be ob-
tained for the interview and an appropfiute time, nt the dealer's 
convenience, for the appointment. A copy of the interview schedule 
letter is included in Appendix B of this study. 
Interview Technique 
Twenty six implement dealers were selected to represent the eight 
county educational.service area. The study instrument was personally 
taken to each of the dealers by the investigator wherE>by both parties 
went through the instrument and the investigator could clarify any 
( 
questions by the dealer as to terminology and nature of the questions 
in the survey. This proved to be a good method of encouraging response 
and comments concerning some of the instrument questions. 
Dealers were not selected according to size by gross inventory, 
numbers of employees, service area, personal property, etc., as a 
previous study had done; nor were the dealers selected by an certain 
brand or type of agricultural equipment. The dealers were selected to 
represent the typical agricultural implement sales and service vendors 
found in the North Central Oklahoma and South Central Kansas farm and 
ranch area. Dealers were also selected to be geographlcally located 
within a reasonable commuting distance (20 miles) from a possible 
training facility (college or vocational-technical schcal) to facilitate 
potential work/study trainee programs. 
The investigator developed an advance appointment schedule since 
dealer managers had hectic and unpredictable schedules during their 
working day. However, due to the n~tive response of the initial trial 
. - ----r-
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mail-out of the five appointment schedules, the investigator chose to 
follow an alternate method of data collection. Problems developed be-
cause dealers served as temporary salesman, partsman, etc. to service 
customers, or attend management seminars or sales meetings on rather 
short notice. They failed to keep the appointments with the investi-
gator. It was decided to interview the dealers assuming they would be 
available on a drop-in basis, and have time to answer the survey ques-
tions within their busy schedules. The interviewer selectEd the fall 
and spring semesters of 1979-80 to conduct the interviews with the 
dealer managers, because of the slackness in the agricultural season at 
that time of year. The dealer had more time to entertain an interview. 
The investigator did not have to return or reschedule any of the inter-
views with the dealers utilizing this approach, and the investigator did 
receive substantial comments and ipinions relating to survey questions. 
In all cases, the person interviewed was the owner, manager, or 
assistant manager of the dealership who was responsible for the employ-
ment and salary decisions in the dealership. 
The original sample of the survey included twenty six dealers who 
were personally contacted by the investigator. The investigator com-
pleted the survey instruments during the interviews (except three 
instruments which were completed and mailed back). Of the selected 
twenty-six, one absolutely refused to supply the requested data stating 
he felt it was not a good policy for his business to share salary and 
personnel information. Another dealer did not care to fill out an in-
strument because he did not expect any personnel expansion in his 
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business in the next five year. Two dealers asked to take the instru-,. 
'' 
ment home to analyze and write comments on their views. They did not 
return the survey instruments. 
Data Collection 
The investigator reasoned that the interview instrument administered 
in person to the managers and/or owners of selected dealerships in the 
defined study area would be the most efficient, factual, and reliable 
way to accomplish the objectives of the study. This conclusion was 
drawn by .·the investigator after reviewing similar studies, and confer-
ring with experienced researchers. Personal acquaintances of several 
managers and/or owners and knowledge of dealership operations by the 
investigator was helpful in obtaining personal interviews and data. 
Data Analysis 
Upon completion of the interviews, the data was tabulated and 
analyzed. The research effort wat; primarily of a descriptive nature, 
consequently, statistics consisting of totals, frequencies, percentages, 
and averages were selected to present the data. Chapter IV provides the 
specific information relative to the analysis and presentation of these 
findings. The Appendix A includes the opinions and personal comments 
of dealer~ under various headings taken from the survey instrument. 
CHAPTER IV 
ANALYSIS AND RESULTS OF THE STUDY AREA 
The purpose of the study was to determine the employment patterns 
and educational needs of agricultural equipment dealerships in North 
Central Oklahoma and South Central Kansas. 
Identification of Agricultural Equipment 
Occupational Titles 
During the first part of the interview, dealers were asked to 
identify and list occupational titles for which agricultural equipment 
graduates would qualify. It was found that dealers had a difficult 
time defining technical occupations by title due to the dealer's lack 
of knowledge and experience of technical education. Many of the 
dealers related the occupational titles with vocational~technical high 
school and post high school technical-trade school training. In some 
cases, dealers related the term with company in-service training pro-
grams for present employees. Since the dealers had a difficult time 
identifying and listing occupational titles by technical definition, 
the investigator arranged the following tables into categories of 
management, technical, and clerical job areas to simplify the tables 
in terms of the definitions of the study. 
Data presented in Table I indicates the dealers selected the 
higher percentages of technology titles from ~xisting job positions 
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TABLE I 
' OCCUPATIONAL TITLES IN AGRICULTURAL 
EQUIPMENT DEALERSHIPS 
Percent 
Occupational Titles N=22 of sample 
MANAGEMENT 
Manager 15 68.2 
Assistant Manager 7 Jl.8 
Sales Manager 8 J6.4 
Parts Manager 16 72.7 
Shop and Service Foreman (1) 18 81.8 
TECHNICIAN 
Salesman 17 77.3 
Partsman 18 81.8 
Mechanics 21 95.5 
Del. & Equip. Supervisor 18 81.8 
Set Up & Reconditioning 1 4.5 
Field Troubleshooter 7 Jl.8 
Service Parts Coordinator 1 4.5 
CLERICAL 
Accountant J 1).6 
Bookkeeper 1J 59.1 
Asst. Bookkeeper 1 4.5 
Credit Manager J 1J.6 
Office Clerk (2) J 1J.6 
Receptionist 1 4o.5 
(1) Includes title of service manager, also considered as both 
management and technical. 
(2) Includes title of clerk and office manager. 
(3) Agreement by at least two-thirds of the sample (66.6%). 








within their dealerships. A high percentage (over 66.7 per cent) of 
technology titles existed withJn the sa.LeH and Herv.lce area of the 
dealership. These were considered by the dealers to require technical 
skills and knowledge concerning the products sold and serviced by their 
dealerships. Technology titles chosen by lesser percentages were non-
existent in most dealerships and were speculative choices by the study 
respondents. Th~ title of bookkeeper was rated highly, but the dealers 
indicated a preference not to consider the job duties with a technical 
definition. The respondents again indicated confusion in identifying 
technical job titles. 
After selecting from the given list of employee occupations, the 
dealers were given the opportunity to add any occupational titles they 
believed would be of agricultural equipment employee qualification. 
In some cases, the dealers took advantage of this opportunity and 
extended the list. The additional titles given were; Service Manager, 
Service Parts Coordinator, Machinery Set-Up and Delivery, Set Up and 
Reconditioning, Office Manager, Credit Manager, Office Clerk, Assistant 
Bookkeeper, and Receptionist. 
Verification of Present Employment Numbers 
The dealers were requested to identify the existing job titles 
within their respective businesses. Data with regard to their 
responses is assembled in Table II. A distinct comparison between 
Table I and Table II choices is evident, indicating that existing job 
titles stimulated several choices on Table I. The highest number of 
employee positions were found in the mechanics and partsman job 
categories. The titles of manager, salesman, delivery and equipment 
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TABLE II 
EMPLOYMENT BY OCCUPATIONAL TITLE (1) 




Manager (3) (4) 
Asst. Manager (J) 
Sales Manager 
Parts Manager (5) 







Delivery & Equipment Supervisor 
Set Up & Reconditioning 
Field Troubleshooter ( 6) 


































Office Manager (7) 
Credit Manager 












(1) Indicates both full time and part time personnel. 
(2) Agreement by at least two-thirds of the sample (66.6%). 
(3) Some dealerships indicated more than one full time manager in the 
business. 
(4) Some dealerships function with the manager and assistant manager 
serving in the same capacity. 
(5) Some small dealerships have one job title for the parts manager 
and partsman. 
(6) Shop foreman and field troubleshooter are usually the same job 
title with the same occupational duties. 
(7) Small dealerships usually combine one, two, or three individual 
titles into one occupational title for office duties. 
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supervisor, and bookkeeper were found in all dealerships surveyed. 
Several were combined in most of the dealership's connotation of employ-
ment duties; i.e. manager and assistant manager, shop foreman and 
field troubleshooter. When job titles were combined, each job was 
checked separately on the survey instrument to indicate that it existed 
within the business. Information included in Table II revealed both 
full time and part time personnel data. The percentages were calculated 
on the job titles selected; not on the number of employees per dealer-
ship. As noted, twenty-two dealers checked a manager job title which 
equalled 100 per cent of the sample; twenty-eight managers were 
included in the twenty-two dealerships which would have equalled a 
greater than 100 per cent sample. Other job titles of 100 per cent 
sample rating were computed in a similar manner. 
The agricultural equipment dealers continued with the estimation 
of their potential employment increases, decreases, additions, or 
deletions of job positions within their dealerships for the next five 
year period. Data presented in Table III provides employment estimates. 
The estimated employment figures were based upon the past five years 
of economic growth and sales volume within their dealerships. They 
looked toward a better way to sell and service their products. More 
competent personnel with good public relations qualities would accom-
plish this objective. These estimates were also made on the strength 
that the economic growth and demand throughout the agricultural equip-
ment industry would remain strong in the coming years. Dealers noted 
that new, special, and sophisticated agricultural equipment would 
create areas of technical and specialty training. This was particu-
larly true within the sales, parts, and mechanical occupations. 
TABLE III 














Delivery and Equipment Supervisor 
Set Up a.nd Reconditioning 
Field Troubleshooter 












8 36 • 11 6 27.3 
























1 4 • .s 
1 4 . .5 
2 9.1 
1 4.5 
,(1) Addition indicatu an occupat iono 1 tit le not presently in effect 
with the dealership. 
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(2) Accountant duties an usually sent to a qualified Certified Public 
Accountant separate from the dealership. 
(3) Denotu a comb:l.n&tion of clerk and office clerk. 
* Indicate th&t (N) is not number of dealers. but potential employees. 
** Percentages indicate the number of potential employees needed to 
1ervica the survey sample. 
Information presented in Table III shows at least an increase of one 
salesman with each dealership in the survey. Another 45.5 per cent 
increase would come from additional job openings in the sales field. 
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An increase of almost two mechanics per dealership was indicated. An 
additional 40 per cent of the job openings for mechanics would come 
from new job opportunities within the businesses. Partsmen were shown 
to be needed by a 77.3 per cent increase over present employment rates. 
An additional 13. 5 per cent of the positions would be the result of 
new job positions. A sizeable 40.9 per cent increase with an addi-
tional 27.3 per cent employment rate was shown for delivery and 
equipment supervisor employees. Smaller increases and additions were 
shown for management positions of assistant manager, sales manager, 
and parts manager. Dealers were beginning to think in terms of 
larger, more complex businesses and the impending management problems 
connected with these expansions. Only one dealer indicated a 
decrease of one manager due to retirement and more of the dealers 
expressed any deletion to their existing job rosters in the coming 
five years. The decrease and delete columns were considered unsignifi-
cant and not included in Table III. 
Employment Needs and Opportunities 
Numerical data in Table Ill show the actual numbers of potential 
employees needed by the total dealership sample. ·The percentages 
were computed by dividing the numher of potential employees by the 
survey sample of twenty-two dealerships. These percentages illustrate 
an average given for each of the twenty-two. Some dealerships 
indicated no employment increases in certain job titles while others 
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chose to select several employees within one job category, particularly 
with the larger businesses. 
Salary and Employee Benefits 
Current salaries were requested to the dealers for those job 
titles they selected and presented in Tables IV and V. They were also 
asked to estimate these salaries into the next five year employment 
period (up to 1985). Most of the salary quotations recorded in both 
Tables IV and V were formulated on present pay scales for new 
employees. Most dealers based their pay quotations on base salaries 
without regard to commissions, bonuses, profit sharing programs, or 
overtime wages. Therefore, many of the salary quotations do not reflect 
their true potential, in particular, those titles of manager, assistant 
manager, sales manager, salesman, parts manager, and partsman. Several 
of the dealers stated they presently use commission and bonus incen-
tives with the previously stated job titles. Twenty-two of the twenty 
six dealers were willing to furnish salary information. Information 
in the total response colulilns in Tables IV and V reflect this reduced 
percentage. 
The table ranges from a high response of 90 per cent for mechanics 
to a low of 4 per cent for the title of set up and reconditioning, 
service parts coordinator, assistant bookkeeper, office clerk, and 
receptionist. Data in both Tables IV and V would be questionable for 
valid salary rates on low percentage responses. This is due to the 
lack of sufficient job title choices and salary values to compute an 












tellver/ and Equlp. Supervisor 
Set Up and Recondition1.ng 
Field Troubleshooter 









MONTHLY SALARY OF EMPLOYEES BY 
OCC.TTPA'T'IONAL TITLE 
$0-499 $500-999 $1,000-1,499 $1,500-1,999 $2,000-2,499 $2,500-3.000 
H % N 
" 
N ~ N % N % N 
" 
-
2 9.1 6 27.J J 1J.6 2 9,1 
- 4 18.2 6 27.J 1 4,5 
-
1 4.5 7 Jl.8 
-
5 22.7 11 50.0~ 1 4.5 
-
2 9,1 11 50.0 2 9.1 
- 15 68.2 ) 1).6 
- 16 72,7 2 9,1 
- 1) 59,1 7 Jl.8 
1 4-..Y·1J 59,1 2 9.1 
- 1 4.5 
-




J 1).6 2 9,1 
2 9,1 11 50.0 1 4.5 
-
1 4.5 
- 1 4.5 2 9.1 
- 1 4,5 
1 4,5 
-
(1) F~res do not include collll'liss1on potential, bonus salaries, or overtime wages, 
Tot.al Tot&l. rresent 
Response Av. Sal. 
N•22 (10~) 
(2) ( 3) (4) 
1J 5~ $1,469.00 
11 50 l,054.00 
8 36 994.00 
17 77 1,046.00 
15 68 1,16).00 
18 81 7:;2. '.JO 
18 81 77),00 
20 90 875,00 
16 72 71). 00 
1 4 800.00 
5 22 970,00 
1 4 750.00 
5 22 l,066,00 
14 63 6.)).00 
1 4 550.00 
J 1) 94).00 
1 4 500,co 
1 4 400.oo 
(2) {J) Col1111ns do not 1.lidicate the full survey ~e because sou dea.l.erships were not w1111ng to furnish this 1Afm:.at1on, 
(4) Averqe aal.a.riu ;~ represent the nuaber responding to the survey saaple. 
TABLE V 
ESTIMATED MONTHLY SALARY OF 1~85 EMPLOYEES 
BY OCCUPATIONAL TITLE 
$0499 $500-999 $1,00-1,499$1,JQ0-1,999 $2,000-2,499 $2,500-),000 Total To\al. :Predicted. 
Response Average 
Occupational Title H 
" 
N % If % N % N 
" 
N ~ N•22 ( 1oo;C) Salary ,. 
ll!AN AGI;;t0:ST 
Manat;er 2 9.1 J 1).6 2 9.1 6 27.3 1) 59;( $2,090.00 
Asat. l'fanaeer 6 27.J 2 9.1 J 1).6 11 .50 1,482.CO 
Sales 14anu;er 1 4,5 4 18.2 J 1).6 8 J6 l,294.00 
Parts M&naeer 1 4.5 7 Jl.8 ? )1.8 2 9.1 1? n 1,449.00 
Shop and Service Foreaan 4 18.2 10 45.5 1 4 • ..) 15 68 1,.591. o-:> 
;~::H~IICAL-
Sal.e:-man 6 27.J 7 Jl.B J 1).6 2 9.1 - 18 81 l,l?l.00 
'l"ar':.:: :c.a.n 7 Jl.8 8 }6.4 J lJ.6 18 81 l,092.00 
l'lechan1cs J 1).6 10 4.5.S 6 27 • .) 1 4.5 20 90 l,JJ4.00 
Delivery ~ Equip. Sui)erviaor -
-
7 )1.8 9 4o.9 16 72 999. Qi) 
Set Up and Recondlt.1on1ng 1 4.5 1 4 l,OC0.00 
Field Tro~bleshooter J 1).6 2 9,1 5 22 l,)60.:0 
Serv lee Parts Coord1.nator 1 4.5 1 4 900,00 
CLERICAL 
Accountant J 1).6 1 4.5 1 4.5 5 22 l,490.00 
Bookkeeper 8 )6.4 6 27,3 14 6) 897.00 
Asst, Bookkeeper 1 4,5 1 4 700. 00 
Credit Y.anager J 1).6 J 1) l,217.00 
Office Clerk 1 4.5 1 4 700.00 
Receptionist 1 4.5 1 4 600.00 
(1) Ylt;uree do not incl\MM coaai-ion, bonua,11&1.&riea, or overliM Ila&-· 
Information in Tables IV and V indicate that the occupational 
titles of parts manager, and shop and service foreman rate base 
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salaries as high as the manager and assistant manager. The employment 
of an accountant with the dealership was normally considered an outside 
paid position. Dealers cofisidered this job to require an equivalent 
of a CPA (Certified Public Accountant) or better qualification. A few 
of the larger volume businesses stated they were presently using company 
and/or independent central computer record systems in conjunction with 
accountants and local office employees. 
Most of the base salary estimates given in Table V show good 
salary increases from data presented in Table IV. Dealers estimated 
(with difficulty) these salaries based on a 4 to 5 per cent per year 
inflation rate over the next five year (1980-1985) period. Some 
indicated an even higher percentage of increase due to employment needs 
and profit opportl.lllities. Many of the salaries shown in Table V show 
an excess of $1,000 per month base salaries predicted from current 
economic trends. Several dealers commented that their present prime 
competitor for qualified, trained mechanics and service personnel was 
the energy industry, primarily the oil producing companies. Dealers 
realized they will have to meet competitive salaries in the future. 
Adequate personnel and costs will eventually be passed on to the equip-
ment consumer through increased overhead. The higher salaries coupled 
with bonuses and connnission potentials were expectations of the agri-
cultural equipment dealers. In turn, this would increase employment 
interest and offset a reduction in obtaining qualified, trained 
personnel to serve future requin·ments. 
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Benefits were tabulated and presented in Table VI and ~elate 
to current and future employee fringe benefits. As shown by the 
dealers, vacations, holidays, life insurance, health and liability 
insurance (including hospitalization and accident provisions), uniforms 
furnished, and paid training leave were above the 80 per cent levels. 
Paid sick leave due to natural illness or accidents rated slightly 
lower because some dealers said their individual health and liability 
policies would cover the time lost by the employee. Bonus benefits 
rated the highest at 48.5 per cent, toward employee incentives. to 
improve their salaries during employment. Pension plans qualified at 
a low 8.9 per cent. Dealers in most cases lacked confidence in holding 
dependable and qualified personnel over a long employment period with 
one dealership. In the column relating to tools furnished, the dealers 
qualified that only special tools needed for certain maintenance and 
repair operations on individual brand name equipment were supplied by 
the company. Common hand tools, measuring instruments, and tool boxes 
were expected to be supplied as personal property of the employee at 
their time of employment. 
If a new employee does not have any tools at the time of employment, 
the dealers had discount purchase plans through company or independent 
tool vendors to supply the required tools for the job. These tools 
were paid for by a payroll deduction plan arranged with individual 
dealers and their respective companies. 
Data in each column in Table VI shows an average percentage for 
the fringe benefits selected from dealer opinions for various job 
titles. Numbers in parenthesis indicate the number of dealers 
identifying benefits by occupational titles. One dealer in the survey 
TABLE VI 
EMPLOYMENT BENEFITS BY OCCUPATIONAL TITLE 
Occupational Title H-22 
Y.A?: Ac-;:::MENT 
Manager ( 18 )' 
Asst, Manager (10~ 
lales !".anager ( 10 
"arts ~-•ana.:;c r ( 17 





Delivery and Equip. Supe:rvisor (21) 
Set Up -\: Recondi tion1ng ( 1) 
Field Troubleshooter (6) 
Service Parts Coordinator {1) 
CLERICAL 
Accountant ( .5) 
Bookkeeper ( 1.5) 
Credit Manager (J.) 

































3 s: H ~ % ;I r!:· 
0 .... 
::c . ..:a 
16 100.0 13 72.2 
10 100.0 8 80.0 
10 100.0 10 100.0 
16 94.l 14 82.4 
19 100.0 14 73,7 
17 100.0 13 76,5 
18 100.0 13 72.2 
20 95,2 1.5 71-.4 
20 95.2 16 76,2 
1 100.0 1 100.0 
4 66,7 2 JJ,J 
1 100.0 1 100.0 
5 100.0 5 100,0 
15 100.0 11 73,3 
J 100.0 J 100.0 
J 100,0 J 100,0 
l 100.0 l 100,0 
97.1 BJ,0 












































I> ., % .... /. 'el :s ~ ..... s: . 
if! 0 0 J'.Q 0 
1J 12.2 8 44.4 2 11.1 
7 70.0 5 .50.0 1 10.0 
6 60.0 J JO,O 10 100.0 
1J 76 • .5 10 58.8 6 J.5.J 
14 73,7 9 47.4 5 26.J 
1J 76,5 8 47.1 lJ 76-5 
1.5 BJ.J 8 44.4 6 JJ,J 
1.5 71.4 8 )8.1 7 JJ.J 
14 66.7 7 JJ.J 1 4,8 
1 100,0 1 100,0 
-
J .50.0 2 JJ,J 2 JJ,J 
1 100.0 1 100.0 
-
J 60.0 1 20.0 -
1J 86.7 7 46,7 1 6.7 
2 66.7 1 JJ,J 
-2 66.7 
-
7).8 48,5 JJ.7 
Occuoat1onal Title 
~A!fAr:t:~'ENT 
Mana.p;ar ( 18) 
Asst. Manair,er ~10) 
!'ales rar.a;cer 10~ 
"'arts !'anae,er (17 
(19) Shoo and Service Fore.an 
n~c:-rn rr: AL 
-::--r;;~-!'"ale: :nan ._ 17) 
""art~:.:a.n (18) 
l"echantc~ (21) 
Delivery and iqulp. Superv1soD 
(1) Set Up and Recondit1oni~ 
Field Trouble~hooter (6 




Credit Ya.nae;er (J) 





N • 22 






























"' ..... ::s ~ ::.. II) 
r.. e 
Ol 0 






10 52.6 19 100.0 
14 82.4 
14 77.8 
lJ 61.9 18 85.7 
12 57.1 16 76.2 
1 100.0 1 100.0 
2 JJ~J J 50.0 
1 100.0 
. 61.0 84.4 
( •) Indicates nuaber of dMl.ers identifying occupational. titles. 
• ~ 'd 
CP CP 
....'! ..c: ... 
Ul c: 
lf ..... CD c: El i ..... ~ GI c: 
"' 
.-I 
..... r.. ..... ::i.. ~ ... CP GI c: 
E-- .-I a: 0 
0 ..... 
'd % ..... ,~ 'd 
" 
Ol % ...... 
-;.,. /0 ..... c:· 
"' "' 
.. 
i:i. > a. p,. 
16 88.9 2 11.l 6 JJ.J 1 5.6 
9 90,0 z 20.0 J )0,0 1 10.0 
10 100.0 5 50.0 1 10.0 
17 100,0 1 · 5,9 6 J5.J 1 5.9 
16 84.2 1 5.J 7 )6.8 - 1 5.3 
16 94.1 2 11.8 6 )5.J 1 5.9 
16 88;.·9, 1 5.9 6 JJ.J 1 5.9 
20 95.2 1 4.8 6 28.6 1 4.8 
14 66.7 21 100.0 6 28.6 l 4.8 
1 100.0 1 100.0 1 100.0 
4 66.7 1 16.7 1 16.7 
1 100.0 
2 40.0 2 40.0 
5 JJ.J 6 4.:i.o 1 6.7 
1 JJ.J 2. 66.7 
2 66.7 
1 100,0 I: 
82.0 J0.:5 46,J e.9 
-...J 
0 
refrained from completing the information, and one dealer stated that 




Individual o'pinions on educational backgrounds preferred of 
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entry level e~ployees to the dealership and the results were compiled 
to form.Table VII. In the past, many of the dealers have depended upon 
non-graduates and graduates from high school with farm backgrounds to 
fill their employment needs. The implementation of the vocational-
technical schools in the geographical area over the past few years 
have given dealer.s an opportunity for the employment of some of these 
graduates. Two of the dealers surveyed stated they would not hire 
any more vocational-technical school products because of the lack of 
maturity and job proficiency. These dealers alleged that it took the 
employee too long to complete the required job (mechanic) and usually 
the work had to be redone by a more experienced, qualified mechanic. 
Overall, the majority of dealers responding to the educational choices 
relied on their educ~tion and business experiences and would be. pleased 
with a high school and/or a vocational-technical graduate. The lesser 
selections at the college level again reflected the lack of knowledge 
about various college programs and course contents by the dealers. 
Higher base pay scales for college graduates contributed to the reduc-
tion of college selections. 
The data from Table VII shows the lowest educational levels were 
for partsman by 52.4 per cent of the respondents. Delivery and 
equipment supervisor at 75 per cent required a high school diploma. 
Occupational Title N-22 
MANAGE!'ENT 
Manager (19)• 
Asst. ranacer (1J)• 
Sales ranager (12)• 
Parts ~'.a.'ia.t:er ( 19)* 




. ~echan!.c!j (22)• 
Deliver-; ar.d ;,;quip. Supervisor (20)• 
Set C;i and Hecondition1ng (1)• 
Flcld Troubleshooter (7)• 




Asst. oookkeeper (1)• 
Credit ~'.anager (J)• 
Offlce Clerk (J)• 
i!ece;it1on1st (1)• 
TABLE VII 
EDUCATIONAL BACKGROUNDS PREFERRED BY 
EMPLOYERS BY OCCUPATIONAL TITLE 
·Distribution of Educational Levels 








2 ,, J ,, 4 
"' 
Grad., 
2 10.5 5 26.J 9 4?.4 - J 15.8 
4 J0.8 8 61.5 - 1 ?.? 
4 JJ.3 3 z5.o 1 8.3 J 25.0 - 1 8.3 ., 
8 42.1 ? )6.8 2 10.5 - 1 5,3 
2 11.l 13 ?2.2 3 16.? -
? )6.8 8 42.1 J 15.8 - 1 5,3 
11 52.4 9 42.9 l 4-8 
1 4,5 20 90,9 1 4.5 
15 75.0 4 20.0 1 5,0 
-
1 100.0 




1 20.0 1 20.0 2 40.o 
- 1 20.0 
6 35,3 4 23.5 2 11.8 5 29.4 - ~ 
1 100,0 
J 100.0 -
1 :JJ, J 1 JJ.:J - 1 J:J. :J 
1 100.0 
-




Salesmen and parts managers interchanged percentage choices between a 
high school and/or vocational-technical graduate. Vocational-technical 
graduates were highly favored for mechanics by 90.9 per cent and shop 
and service foreman by 72.2 per cent of the respondents. College level 
backgrounds at the two year level were emphasized for managers by 
47.4 per cent and assistant managers by 61.S per cent of those identify-
ing these occupational titles. The few dealers who identified office 
personnel jobs; i.e., credit manager, office clerk, and receptionist, 
emphasized that two year college graduates would best fill these posi-
tions. This was primarily due to the increased use of computer 
bookkeeping systems presently being utilized. A very small percentage 
in Table VII show any four year college graduate requirements within 
the occupational titles. 
Percentages were computed for Table VII by dividing the total 
number identifying that particular occupational title with the total 
selections on each educational level. In only one case (mechanics) 
was the entire survey number of twenty two respondents utilized for 
percentage denominator computation. 
In Table VIII, the dealers were asked to select individual 
academic courses which they felt would be beneficial background know-
ledge in the overall spectrum of occupational titles they had previously 
selected in Tables I and II. The interviewer asked the dealers to make 
their selection of courses from a general viewpoint of academic 
standards they would like to have in prospective employees. They were 
also advised that many of these courses could be offered to at least 
the two-year college graduate level. The dealers were aware that many 
of the course titles were selected from existing colll~ge course titles 
TABLE VIII 
COURSE CHOICES BY ACADEMIC GROUPINGS 
(N=22) 
Courses N % Courses 
General Ada.demics Business 
Sociology 9 40,9 Business Communications 
Psychology 11 50.5 Business Mathematics 
English 15 68.2 Calculating Machines 
Speech 15 68.2 Salesrnanshif 
Accounting Basic) 
Mathematics Accounting (Advanced) 
Computer Programming 
Survey of Basic Management & Supervision 
Mathematics 16 72,7 Merchandising 
Algebra 4 18.2 Marketing 
Trigonometry 4 18,2 Retailing 
Calculus 
Science Agriculture 
Science (Basic) 5 22,7 Agriculture Sales 
Science (Advanced) Grain Merchandising 
Chemistry (Basic) 5 22. 7 Farm & Ranch Management 
Engineering Physics 1 4.5 Feeds & Feeding 
General Physics 4 18.2 Management 
Plant Science 2 9.1 Soils & Soil Management 
Botany 2 9.1 Borticulture 
Entomology 






















Farm Machinery-Harvesting 20 
17 77,3 Agriculture Engineering 18 
Drafting (Advanced~ 15 68.2 Animal Husbandry 15 
Electronics ~Basic 19 86,4Livestock Management & 
Electronics Advanced) 14 63, 6 Feeding 15 
H7draulics & Pneumatics 21 95,5 
Auto Mechanics 18 81,2 
Technical Writing 17 77,3 
Mechanical Drives & 
Linkages 19 86.4 
Welding ~Basic) 19 86.4 
Welding Advanced) 18 81.8 
Heat Treatment 
Techniques 15 68.2 
Machine Shop (Basic) 19 86.4 

























and descriptions offered at the local collllilunity college (Northern 
Oklahoma College) in Kay County. Adaptation to implement an Agricul-
tural Equipment Employee Training program to service the geographical 
area of the survey could be possible. 
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An allowance to write in courses by the dealers was provided in 
each section of the survey instrument by the interviewer. This allowed 
each one to ekpreiss choices. and opinions of his own convictions or 
bias to produce a better employee of occupational competence. 
In the section of general academics, subjects of English and 
Speech rated a 68.2 per cent selection. Dealers felt these subjects to 
be important to all employees. A general Survey of Basic Mathematics 
course including addition, subtraction, multiplication, division, 
percentages, fractions, and introduction to the metric system rated a 
72.7 per cent selection rate. It was considered adequate mathematical 
background for most employee job duties. Higher mathematic and science 
courses met with a low approval rate from the dealers. Almost all the 
courses in the technical section were selected with at least a 66.6 
per cent approval. The courses of Hydraulics and Pneumatics rated high 
with 95.5 per cent. Courses in Basic Electronics, MeC'hanical Drives 
and Linkages, Basic Welding, and Basic Machine Shop training were next 
with a 86.4 per cent rate. Courses in Auto Mechanics and Advanced 
Welding were given substantial approval. Dealers conunented that 
technical knowledge of solid state electronic circuits and trouble-
shooting techniques would become an increasing valid requirement of 
mechanical and service personnel working with future designs of 
agricultural equipment. 
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The business grouping of academic choices yielded a high selection 
of Business Mathematics with 90. 9 per cent. This was followed closely 
by Business Communications with 81.8 per cent. Dealers maintained that 
these two courses were needed by both the management and clerical 
personnel. It was understood that Business Mathematics would be 
required in conjunction with· Survey of Basic Mathemat i.cs for certain 
job qualification. Most of the other course titles in the business 
classification met with substantial majority approval. 
The agricultural courses received firm endorsement from all the 
dealers. They observed that an overall knowledge of farming and 
ranching enterprises would be extremely helpful to the management, 
mechanical, and service personnel. This would allow for better 
selection of agricultural equipment, understanding agricultural prac-
tices, and improvement of customer relationships with the dealerships. 
The courses of Agriculture Sales, Farm Machinery-Planting, and Farm 
Machinery-Harvesting received a 90.9 per cent approval. Knowledge of 
Agricultural Engineering, especially for sales personnel, was valued 
by an 81.8 per cent second majority choice. All other course listings 
were above a 66.6 per cent level. Table VIII clearly indicates the 
academic areas of Technical, Business, and Agricultural courses 
aspired by dealer respondents for successful overall employment 
qualifications. 
The write-in courses recommended by dealers in Table IX are 
listed by categories and percentages of those responding from the 
total sample. Recommendations of additional courses came only in the 
technical and business academic groups. Dealers listing courses 
in the technical section were in agreement that Air Conditioning, 
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. Diesel Systems, and Engine Overhaul (D.iesel) training as being essential 
to their mechanical and service staff, A training course in Safety 
only received recommendation from one dealer in the study, The idea 
was expressed that the business group should be expanded with a course 
in Public Relations for all potential employees, particularly, dealers 
who served in management positions of the larger businesses. The 
other write-in courses in both sections received mention, but no 
substantial agreement by the total sample. 
TABLE IX 




Air Conditioning 10 
Diesel Systems 11 
Engine Overhaul (Diesel) 11 
General Farm 
Machinery Repair 1 
Tractor Mechanics 1 
Safety 1 
(N=22) 
N % Courses 
Business 
45.5 Public Relations 
50. 0 Time Management 









Possibilities for Potential Training Programs 
Dealers were asked to evaluate the need for an employee training 
program within their service area. The results are shown in Table X 
through Table XVI of the study. 
As shown in Table X, when asked if they felt a program was 
needed, the dealers responded "yes." The results of the study shows a 
unanimous 100 peraent of the sample indicated an employee training 
program would be beneficial. 
TABLE X 
NEED FOR AN AGRICULTURAL EQUIPMENT TECHNICIAN 
PROGRAM AS PERCEIVED BY DEALERS 
(N=22) Yes No 
Number 22 0 
Percent 100% 0% 
The next six questions on the survey instrument inquired if the 
dealers were willing to cooperate on a work/study program to be 
implemented between the school training program and actual job exper-
ience with the dealership. This would allow the student/employee to 
work at the job level of their interest and also help them to select 
the best courses in school for job proficiency. The potential was 
viewed by most dealers as a step toward holding the student as a 
future perman~nt ·employee, provided they met with the dealer's 
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expectations of job performance. Data in Table XI shows that 90.9 per-
cent of the dealers would cooperate to provide student employment within 
their dealerships. 
TABLE XI 
EMPLOYMENT POTENTIAL FOR APPRENTICE WORK/STUDY 
PROGRAM AS PERCEIVED BY DEALERS 
(N=22) Yes No Undecided 
------------- -----------------· 
Number 20 2 0 
Percent 90.9% 9.1% 0% 
Opinion of dealers on minimum work training hours per week for 
the student employees is shown in Table XII. Dealers rated a 70 per-
cent level for a minimum 20 hour work week in conjunction with school 
training. This high time rating remained consistent with dealer 
opinions for both a one-year and a two-year training program. 
Many dealers were inclined to agree that a two-y(•ar training 
program of work/study would be best for either vocational-technical 
or college level curriculum. The traditional non-school time during 
the summer months could be utilized as a full-time work schedule for 
the prospective employee. This would provide them with an incentive 
to pay toward their academic education. 
TABLE XII 
MINIMUM JOB TRAINING HOURS RECOMMENDED BY 
DEALERS FOR A WORK/STUDY PROGRAM 
Hours Per Week 
One Year 
Program 3 5 10 15 20 Over 
Number (n=22) 0 0 3 0 17 
Percent 0% 0% 13.6% 0% 77.3% 
Hours Per Week 
Two Year 
Program 
(64 weeks) 3 5 10 15 20 Over 
Number (n=22) 0 1 2 0 16 







Percent* indicates some dealers chose only one program and 
some selected two programs.· 
Data in Table XIII shows the percentage of dealers willing to 
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provide prospective student/employees with company in.,..service training 
program benefits along with other permanent employees. Since these 
costs of training are financed by the dealer, they were hopeful this 
would encourage permanent employment with the dealership providing the 
benefit. 
Information in Table XIV shows the response of dealers when asked 
if they would be willing to help school training programs. Their 








COMPANY IN-SERVICE TRAINING BENEFITS 
FOR WORK/STUDY TRAINEES 




AVAILABILITY OF COMPANY TRAINING 
AIDS AND EQUIPMENT 
Yes Possible 
18 3 






terms of software materials such as operator's manuals, service 
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manuals, parts manuals, charts, slide sets, film loops and films from 
company sources. Other training aids could include the loan of 
simulator systems for electrical, electronic, hydraulic, lubrication, 
fuel, cooling, and pneumatic systems found on modern agricultural 
equipment. 
Hardware equipment loans specified in Table XV, implied the short 
term use of new or used agricultural equipment donated by the dealer 
to the school program for training purposes. In some cases, this 
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would be the actual assembly of all or part of a complete agricultural 
implement. Otherwise the equipment could only be used for show and 
tell training objectives. In mo.st cases, the dealer agreed to furnish 
the transportation expenses both ways for such equipment from the 
dealership in the school. The high positive responses .(81. 8% and 77. 3%) 
in both.Tables XIV and XV indicated a substantial approval of the 
sample toward the training program concepts. 





HARDWARE EQUIPMENT LOANS BY DEALERS 
FOR A TRAINING PROGRAM 
Yes No 
17 5 
77. 3% 22.7% 
The study question in Table XVI was directed toward support of 
such a training program at the college level through scholarship 
donatiOns. The table data shows that 59.l percent of the sample in-
dicated a possible adoption of such a donation fund. This was 
clarified by most of the dealers in this category. They were to be 
given time to evaluate the program's success and contribute to the 
personal selection of individual participants. By being so involved, 
they would definitely be in favor of a scholarship fund on behalf of 
their business. Between the "yes and "possible" answer selections, 
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In terms of potential employment applicants, the respondents were 
asked their preferences of new employees in relation to their age and 
marital status. The figures in Table XVII indicated the preferred age 
group was distributed between the age groups of 18 to 26 years old. 
A majority of 85.2 per cent selected these age brackets for new 
employees. A total number of 27 respondents versus 22 in Table XVII 
was utilized in the computation. Some dealers expressed the opinions 
of the dealers by age preference for graduates of vocational-technical 
and college level for employee training programs. 
Marital status provisions met with an approval for married per-
sonnel in Tab~e XVIII by 59.1 per cent of the sample. The general 
opinion prevailed that married employees tend to exhibit more dependa-
bility and maturity toward job responsibilities. Job experiences, 
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farm backgrounds, and marital status were prime considerations when 
selecting between two or more applicants for a job position. A larger 
than expected 40.9 per cent of the sample selected a "no preference" 
marital status. None of the respondents selected the single category 
provided in the instrument. 
TABLE XVII 
APPLICATION AGE GROUP PREFERENCE 
(N=22) 15-17 18-20 21-23 24-26 30 or Over Total 
Number 1 8 8 7 3 27 
Percent 3.7% 29.6% 29.6% 26.0% 11.1% 100% 
TABLE XVIII 













(*) Dealers preferred married and experienced personnel. 
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Physical Criteria of Dealerships 
The questions were incorporated into the survey instrument to 
indicate the gross value of sales and service and the expanse of trade 
and service areas provided to customers by the various dealerships. 
The results of these questions are shown in Tables XIX and XX. 
The gross value of sales and services in Table XIX includes the 
total receipts from agricultural implements and equipment, repairs, 
service personnel charges, and parts. The largest percentage was 59.1 
per cent of the respondents in the $1,000,000 or more category. A 
large portion of the sample, 90.9 per cent, was above the gross values 
of at least $500,000 in sales and services. This was contributed to 
the high inflation costs to customers in equipment, labor and parts. 
The dealers indicated they could not foresee any reduction in their 
businesses in terms of gross sales and service, regardless of the size 























or more or more 
13 4 
59.1% 18.2% 
The service distances in Table XX shows a substantial total of 
86.4 per cent of the respondents indicated a range of 20 to 60 mile 
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service radius to their customers. The largest singular percentage, 
31.8 per cent, indicated the 60 mile radius as their trade area while 
• 
smaller dealers estimated more conservative 20 to 40 mile radius figures. 
(N=22) 20 
Number 6 
Percent 27. 3% 
TABLE XX 
SERVICE DISTANCES OF DEALERSHIPS 
Miles Radius 
40 60 80 
6 7 l 







The final table was Table XXI. It was organized to show the 
number and percentagea of dealerships rated according to the number of 
full and part-time personnel presently employed within each business. 
By the definition of the investigator, small size businesses were the 
ones employing seven or less persons, medium size businesses employed 
eight to 15 persons, and the large size employed 16 or more persons. 
This table shows the largest percentage of the total sample to be in 
the large dealership definitions. It is believed by the investigator 
that the medium and large dealerships would better support their claims 
of employment needs and training program assistance than the smaller 
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ones. However, it was not the intent of the investigator, nor 
objective of the study, to overlook small dealership needs and opinions 
at the start of the study. 
Dealers reported that several businesses were located in competi-
tive trade areas, and an estimated decline of agricultural farm 
operators is predicted within the study area. They were very optimis-
tic, in spite of farm operator decline, that their employment needs 
and services would increase during the 1980-1985 period. 
(N=22) 
TABLE XXI 
DEALERSHIP SIZES RATED EY FULL 
AND PART-TIME EMPLOYEES 
Number of employees 
Small Medium 
(0-7) (8-15) 
Number of dealerships 5 8 







SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
The purpose of this chapter is to present a summary of the objec-
tives, findings, conclusions, and recommendations regarding ways and 
means of implementing the findings of this study. 
Summary 
The purpose of the study was to determine the employment patterns 
and educational needs of agricultural equipment dealerships in North 
Central Oklahoma and South Central Kansas. The objectives and findings 
of the study were: 
Objective~ 
1. To identify and list occupational titles that exist at se-
lected agricultural equipment dealer~hips within the study area for 
which high school, vocational-technical, and college graduates would 
qualify. 
Findings: 
a. A total of eighteen occupational titles were identified in the 
agricultural equipment dealerships (See Table I, Chapter IV). 
b. Over fifty percent of the sample selected the following occu-
pational titles for college level academic backgrounds; manager, 




c. Over fifty percent of the sample selected the fol lowing occu-
pational titles for· hi.git Achoo!, vocatinnal-teclml1·11l, 11c11demlc 
back.grounds; sales manager, Anl!-!101an, pnrls nianager, partsmnn, shop nn<l 
service foreman, mechanics, delivery and equipMent su~ervisor, set up 
and delivery, reconditioning, field troubleshooter, service parts co-
ordinator, and assistant bookkeeper. 
Objective: 
2. To identify pres·ent and estimated numbers of employees in each 
of the individual dealerships according to the occupational titles de-
fined. 
Findings: 
a. The highest percentages of employees by occupational titles 
presently employed in the dealerships were; managers (100%), sales-
men (100%), parts managers (86.4%), partsmen (100%), shop and service 
foremen (85.4%), mechanics (100%), delivery and equipment supervisors 
(100%), and bookkeepers (100%). 
b~ Highest potential employment increase percentages by occupa-
tional titles within the next five years were; salesmen (100%), 
partsmen (77.3%), and mechanics (190%). 
c. A total of 287 full and part time employees were employed in 
the twenty-two dealerships. 
d. An increase of 132 full-time positions were estimated in the 
next five years by the dealers. This represented a fifty percent in-
crease in total employment needs over the twenty-two dealerships. 
e. Fifty-six employment positions indicated in the study instru-
ment would be new occupational titles within the twenty-two dealerships. 
Objective: 
3. To determine present and est Lnmtcd average s11lllrles ph1H 
fringe benefits for the occupational titles defined. 
Findings: 
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a. Salary bases for current full-time occupational titles, de-
pending upon their individual titles, were found to be from $1,469 to 
$400 per month. 
b. Salary bases for estimated (1985) full-time occupational 
titles, were from $2,090 to $600 per month. 
c. Salary bases did not include bonuses, commissions, profit 
sharing, or overtime wage potentials at either the present or future 
levels. 
d. Fringe benefits to employment most often cited were; vaca-
tions, holidays off, life insurance programs, health and liability 
insurance, paid sick leave, uniforms furnished, and paid training 
leave. 
e. Fringe benefits were not usually given to part time employees. 
f. From general comments by the respondents, high machinery 
costs, repair-parts-service costs, and overhead costs have contributed 
to the problems of the various implement dealerships in competing with 
other high paying industries in acquiring personnel. This has been 
coupled with the reluctance of farm and ranch operators/owners to pay 
for these increased costs and services. 
Objective: 
4. To determine the basic educational level required of each oc-
cupational titled identified for job-entry employment. 
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Findings: 
a. Potentlnl c•mployc.•<•H wl th t11rm and ranch ('XfH't·fenc·I' 11n<l/or h11l'k-
ground were prime consi.deratlons by the dl'nlcrs for full tJme employmPnt. 
b. Previous related employement and/or job experiences were also 
considerations by the dealers for full time employement. 
c. Dealers were divided on a 50-50 basis toward married or no 
preference of marital status for full time employees. 
Objective: 
5. To determine the individual academic courses and backgrounds 
required of the specific occupational titles identified for job-entry 
employment. 
Findings: 
a. From the comments of the dealers/managers positive interest 
and attitude toward job duties were important to new employees for 
successful job performance and advancement. 
b. From the comments of the respondents, vocational-technical 
schools, both high school and post high school programs, were favored 
as the best choice to implement training programs for most of the high 
employee needs of the dealers. 
c. Air conditioning, diesel systems, and engine overhaul (diesel) 
were condisered mandatory courses for mechanics and shop foremen. 
d. An academic course or courses in public relations was con-
sidered important to occupational employment within the dealerships. 
Objective: 
6. To identify areas of cooperation for a work/study program 
between dealers and a potential high school, vocational-technical, or 
college training program. 
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Findings: 
a. A majority of 90.0 percent of the dealers were agreeable to a 
work/study program for apprentice trainees enrolled in the program. 
b. An agreement of opinions (77.3% and 72.2% respectively, for 
one-year and two-year study programs) was that twenty hours per week 
on-the-job training would be required of work/study apprentice trainees. 
c. From the comments of the respondents, full-time sunnner emply-
ment could be offered to qualified apprentice trainees to encourage 
permanent employment of the individual with the dealership. 
d. A majority of dealers offered to cooperate with all school 
training programs by donation of in-service company training, for work/ 
study trainees, software materials, demonstration models, and loans of 
hardware equipment for classroom and laboratory experiences. 
e. Dealers indicated possible donations toward scholarship funds 
for needy students in an agricultural equipment technology program, 
provided they were included in the selection of the student. 
f. The preferred age requirement by the majority of the respon-
dents (59.2%) for full time employment was found in a range between 
eighteen and twenty-three years old. 
Objective: 
7. To list specific comments and opinions of agricultural equip-
ment dealers concerning the need and implementation of cooperative 
work/study training programs within their service areas. 
Findings: 
a. From the comments, a strong need seemed evident for one or 
more agricultural equipment employee training programs in the geographi-
cal study area. 
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b. Refer to Appendix~ for dealer opinions and comments to sup-
port this objective of the study. 
Objective: 
8. To detennine the magnitude of the individual dealerships by 
their gross value of sales, services and service areas. 
Findings: 
a. The largest majority (31.8%) reported a gross value of sales 
and services in the range of $1,000,000 or more (59.1%) and $2,000,000 
or more (18.2%). 
b. The largest single percentage of dealers (31.8%) reported a 
service distance from their dealership of sixty miles. Other dealers 
in the sample (54.6%) reported distances of twenty miles (27.3%) and 
forty mile service distances (27.3%). 
c. The largest single percentage of dealers (40.9%), as rated by 
full and part time employees per dealership, employed sixteen or more 
persons. 
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Findings from this study were quite similar to other studies con-
ducted by Williams (2) in Oklahoma, Webb (19) in Texas, and 
Donahoo-Amberson (28) in Montana, in terms of identifying employment 
potentials and personal qualifications of prospective employees of agri-
cultural equipment and agricultural supply and service occupations. 
These studies cited were in agreement with the occupational titles, 
identified start ages, fringe benefits, backgrounds, and personal 
qualifications for employment identified by the owners/managers sur-
veyed in this work. 
Conclusions 
The following conclusions are given as a generalization to the 
objectives and findings of the study. These conclusions reflect the 
opinions of the investigator toward the purpose and need for the study. 
These are: 
1. The fact that dealers/owners/managers defined many job titles, 
Ihis could indicate that more opportunity for training programs and 
job opportunities exist within the dealerships. This conclusion was 
supported by the difference of opinions between the various dealer-
ships on employee title definitions and qualifications for program 
trainees. 
2. It is concluded from the salary statistics and projections, 
that the dealers will not be very responsive in meeting the competi-
tive wage scales and benefits of other industries as they attempt to 
acquire competent, skilled personnel for their employment needs. Many 
good to excellent salary fringe benefit; potentials are not included 
in the base salary levels shown in the study in terms of bonuses, 
commissions, and profit sharing salary plans; however, these benefits 
would depend upon an individual's personality and job skills. 
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3. Based upon dealers' recommendations, academic backgrounds for 
agricultural equipment employment trainees.at either the vocational-
technical or college level should concentrate heavily in technical, 
business, and agriculture courses. 
4. The comments from the respondents did reflect a general trend 
toward increased employment needs, salary potentials, academic train-
ing background requirements, and personal employee qualifications for 
agricultural equipment dealerships located within the North Central 
Oklahoma and South Central Kansas study region. 
5. The investigator concluded that the best qualified person to 
supply the employment needs of dealerships within the study region 
would be a person who has a farm or ranch background, and is a graduate 
of a high school vocational-technical program, and is also a graduate 
of a two year junior college (work/study) degree program. 
Recommendations 
This study was conducted to learn about current and estimated 
employment needs and opportunities in agricultural equipment dealer-
ships in North Central Oklahoma and South Central Kansas. Also, the 
study was designed to a~sess dealers/owners/managers perception of the 
educational skills and backgrounds needed and/or desired for employ-
ment with their individual firms. It is recognized that the results 
are subjective from the standpoint that no survey form or standard 
interview technique effectively reflects individuals and their ideals. 
However, there appeared to be a high degree of conslstency among the 
respondents in reply to the questions on the study instrument. 
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With these factors in mind, and recognizlng tlwt the study incor-
porated a small sample and geographical area, broad generalizations were 
not possible. In the opinion of the investigator, the following recom-
mendations seemed feasible from the results and could prove useful to 
others working in the same subject area. These recommendations are: 
1. There are indications by a 100 percent response rate on Table X 
in the study that advisory councils need to be formulated between edu-
cators, vocational-technical school and college ~dministrators, and 
agricultural equipment dealers to promote development of a technician 
tr~ining program within the North Central Oklahoma and Sout~ Central 
Kansas region. 
2. Existing courses in business, vocational training, technical 
training, and agriculture designed to prepare employees for occupations 
within agricultural equipment dealerships surveyed should be carefully 
reviewed to determine if they apply to the area's employee training 
needs. 
3. Courses should be selected that will meet the needs of the 
agricultural equipment employers and be of least cost to the schools 
involved in the implementation of this type of program. 
4. Since this study only included a small geographical area with 
limited number of respondents, state wide surveys in both Oklahoma and 
Kansas are needed to determine employment needs and potentials within 
each state's agricultural equipment dealerships, perform task analysis 
studies, develop curriculum~ and develop course materials for training 
programs. 
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5. Course materials that are developed, selected, and used should 
be field tested before being distributed. These materials could be 
made available to those schools considering implementation of agricul-
tural equipment employee training programs prior to the initiation of 
such programs. 
6. Young people should be encouraged through concerted efforts of 
vocational agriculture programs, high school guidance counseling, and 
state and local employment agencies to select work/study training pro-
grams and employment with agricultural equipment dealerships because 
of the interest found within the area of the study. 
7. State and local employment services should be made aware of 
employment needs and be utilized to encourage the development of agri-
cultural equipment employee placement programs. 
8. Two year colleges need to be more active in their contacts 
with agricultural implement dealers and other agricultural businesses 
to become aware of their educational program needs. This would be a 
positive step to help solicit support for proposed work/study training 
programs. 
9. Additional studies need to be done using the job classifica-
tions and expected knowledge (courses) identified by this study to 
review secondary and post-secondary programs in North Central Okla-
homa and South Central Kansas to determine what components of training 
programs exist and where. 
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"An A{7iculture Equipcient Employee Training (A.E.E.T.) program needs 
gufficient laboratory and training cquipm_ent concurrent w1 th modem 
technical fartilng." 
"It should be emphasized 1n the program that you obtain a day's pay 
for a day's work. The graduate of an A.E.E.T. program should be 
conscienc ious, dependable, neat, and ta,ke pride 1n their work." 
"A very dire need exists for motor cechanic and eeneral n1echanic 
skilled personnel." 
''Irle are very ea,oer to participate in any A.!i:.E. T. program in any way 
that Wfl are able. \rle feel that our very ru+,ure existence must be 
based bn ti'.e availability of adequately trained a.nd schooled per-
sonnel made possible by A.E,E.T. courses whether it be through a 
Junior College. or Area Vocational-Technical program," 
"\rlould only encourae,e students into an A.E.E.T, program who were 
definitely interested in agrlcul turc tlcchanlcs," 
'There ls a definite lack of qualified individuals 1n the trade 
(agricultural service and equipr:ient). As equlpr.1ent becomes more 
complex and down tlr:1e more critical the need for trained indivi-
duals is great. A comprehensive training program would make 
excellent technicians available to serve the industry and community." 
"A college level A.E.E,T. pr6gram would be great for the local area, 
Business practices would be very essential in terms of practice and 
principles of practical application to the prospective technician, 
Ethics of business, punctuality, dependability, honesty, and courtesy 
would be valuable a::;sets to the student's training during the program," 
"I feel that an A.E.E.T. technician.program would he a good th1_ng 
for the coJT.munity and country, There exists a sparce manpower 
availabll ity 1n the area for the::.;e indi v 1dual s." 
"I believe the implementation of an A.E.E,T. program in my service 
area would be a worth1;h1le idea to· pur:.;ue. I believe a colleee 
trained ind iv ldual would be better suited to my der.a..r11..ls because of 
past experiences of poor quality training from previous Vocational-
Technical craduates 1n a similar procram, The students could not 
even do menial tasks as beginning mechanics, 1.c. chance spark plugs, 
a.nd tighten bolts and fasteners." · 
10) 
11) 
''Teachers 1n an A.E.E,T. program definitely need to have agriculture 
bac~'"lds concerning f&rm machinery a.nd. ~echanical knowledge. The 
schoQls c!fferirit~ such programn need up-to-date laboratory equipaent 
for hydraul l..c a.nd electronic traini.ng, Dio:oel training for these 
students also require laboratory onv ironments and up-to-date testing 
a.nd t·'roubleshooting equipment." 
"An A.E.E.T. program needs good laboratories a.'ld equipment with 
emphasis on modern training systems. .Brand new training equipment 
would not be a real necessity. 1 feel that equipment that is three 
years old or older would be adequate for the program. An agricul-
ture background would bo very beneficial :for both the instructor 
and the student." 
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12) "I believe a Vocational-Technical program would be adequate to train 
these individuals. These schools need modern laboratories and equip-
ment to accomplish successful training. The need for diesel mechanics 
ls great in my dealership and the immediate service area." 
1)) 
14) 
''Technical tralnin~ schools need up-to-date, real life, modern train-
ing nystems. A diro need exists for courses in troubleshooting real 
life equipment in hydraulics, electronics, and engines, Teachers 
and instructors need company !.iervice school training and should have 
an agricultural equipment backeround." 
"Safety training should be a necessary part of this technician train-
ing program. I also feel that tcachers/insturctors need company 
service training to keep them current with modern agriculture equip-
ment," 
15) "Farm background and experienced personnel would be required for many 
of our job positions." 
16) ''Experience or non-experience would depend upon the job position 
available. " 
1?) "Special tools a.re furnished, our business allows a 50% price reduction 
on personal hand tools for mccha.nlcs employed wl th the dealership. " 
Hardware Equipment Loans1 
1) "Conipa.ny would havf) to furnish new equipment fo1· training aids; too 
costly for dealership to afford." 
2) "Would provide equipment training aids within a 15 mile radius of the 
host dealership." 
)) '1'he donation of new i;.>qulpmont a!l training aid~ would be too costly 
and require too much time on tho part of the deal.or for delivery and 
pickup." 
4) "lnternat1on&l. Harvester Co. would possibly assist in thia prograa." 
S) "Would be willing to donate new equipunt as training aid subject to 
availability," 
6) "I would be willing to donate equipment for sot-up training with no 
cost of lab("ll' for delivery and pick-up." · 
?) "I would ·be willing to donate now equipment as training aids, pro-
v.1ded it ls within co:nmuting dintMce of the training institution." 
8) "It would be possible to loan an A.E.E.T, program new equipment pro-
vided the equipment would be cared.for with certain stipulations." 
9) "I would be willing to serve as a gue::;t lecturer and give a com-
106 
pany recruitment program to graduates of an A.E.E.T. course of study." 
10) ·~ew equipment loans as study aids to an A,E.E.T. training program 
must be limited to twenty miles delivery distance from the dealer-
ship to the institution." 
11) "I would be willing to loan new equipment to a training program 
provided the school pays for the transportation costs to the deal-
ership." 
12) "I would be willing to loan simple equipment1 plow, mower, etc, 
but not expensive items; tractor, combine, etc, for training pur-
poses," 
1)) "I have donated used equipment in the past to ether schools and 
training institutions for training purposes. I have furnished 
net prices on parts to the school for overhaul and rebuilding 
purposes," 
1.S) "I would be willing to donate my hauling time and expenses on new 
equipment training a.ids furnished to the institution," 
16) "I would be more than willing to loan new equipm<;nt as training aids, 
lf avail:ible, Availability of now equipment has become very difficult 
and would only occur on rare occasions," 
~ocational-Technical or Col!ege1 
1) "Selection of vocational-technical or college graduate:J would depend 
upon job positiC'ln available with the dealership." 
2) "Either school ( vocatlon:il-lechnic.-il or college) would be acceptable 
to tr~in Agricultural equipment e~ployees. 
In Service tralniflfi• 
1) "Would to w1111ng to :.;ond potontia.l graduates to a Wichita trainlflfi 
school facility for ::poclalizod trntnlng." 
2) "In-se:cv lco training would be prov ldod for students with high job 
performance evaluation and potential.permanent employment with the 
dealer::ih1p." 
)) ''It would be possible to include students in the company in-service 
training program to an extent depending upon an individual perform.-
a.nee ba::iis a.fter a trial period with the dealership. " 
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4) "I would include students in my company's in-service training de-
~ending u;ion individual selection, and that they be within commuting · 
distance between the institution and the dealership," 
S) "Students selected for company in-service training would have to be 
available during the afternoon hours, and would only be selected 
after an interview with the manager of the dealership." 
6) "I would be wUllng to provide ::otudents with in-service company 
training pot.ential provided the student would be selected by 
personal interview and a strong desire for permanent employment 
with the dPalorship." 
7) ,,.he only students who would be provided with in-service training 
would be hand picked by personal lntcrdew and job performance." 
8) "Students would be selected by manaecr for ln-Gervlce traliling. 
No long hair students would be considered for training." 
9) "I would be '!!££l selective of any student to qualify for in-service 
training benefits." 
10) "I would be '!.§£:f_ selective of any student/employee to be included 
in an in-.service company training program." 
11) "I would be wHlinis to include students in the in-service training 
program of my company dependlnG upon the individual's attitude, 
interest, and job performance," 
School choice 1 
1) ·~ocational-Technical program would give the best training per 
co::it of tho individual ctudent," 
Needs of progran11 
1) "An A.E.~.T. progru 1u vecy much needed 1n llY cervice area.'' 
2) "An A.E.E.T. program would be partlcula.rly benoflclal to dea.lera 
living very close, or within commuting Jista.nco of the training 
fac111t.y." 
3) "An E.E.E, T, program would be bc:;t suited t.o a Vocational-Tech-
nical level t1·ainlng in the area of Farm Equipment and Repair and 
Maintenance. College level work ls not necessary to fulfill this 
skilled area," 
4) "I feel a Vocational-Technical student would make a better student 
to fulfill my employment needs." 
.S) "I feel that an A.E.E.T. program is vo-ry dUinitcly needed in my 
service area." 
6) "I think an A.E.E. T. program would be .irreat for my service area. 11 
?) "I feel that a graduate from a college level A.E.E.T. program would 
be a more mature per::;on to fulfill lllj',cmploymcnt needs." 
8) "I think ari A.E.E.T. program is very much needed in my service area." 
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9) "I feel that an A.E.E.T. program is needed 'J.!E:l.. ~ in my service area. 
10) "I feel~ strongly that an A.E.E.T. program is needed in my service 
area. 11 
11) "I have felt that an A.E.E.T. program has been needed for a long time 
in lllY servlce area," 
12) "I feel that students completin[) a Vocational-Technical or trade 
school traininr- procram in agricultural equipment would best serve 
my employee needs." 
13) ·~ven though I would only use. a few graduates from an A.E.E.T. 
program, I feel it is a ncce::;sity to lllY service area." 
Pa.rt-time work/study: 
1) "Would be w1111.ne to hire student:; if provided they would require 
superv inion. 11 
2) '~llring of students on a co-op trainlni:; bar;i::; would dopond upon the 
individual's performance a.Her a trial period with tho dealer~hip." 
3) "l would bo willlne; to hire certain utudents, depending upon the 
1ndividuU." 
4) "I would not hire students on a work/study program without pay 
and considering the11 pa.rt-tiae employees." 
S) oei'rainees hlred on a part-ti.me or work/study basls would not receive 
full wages of a full time employee, fl 
6) "I would conduct selective intc1~iews to pick prospective student 
trainees with the dealer;,;hlp. 11 
7) "Tart-time ereployees do not qualify.for fringe benefits with our 
dealership." 
Software a"ld company training materials 1 
1) "Would provide instructors with software materials, training aids, 
and training equipmcnt1 provided lt would not be of any cost to the 
dealership." 
2) "I would be willing to assist instructors in procuring software 
materials, training aids, and equipment dependent upon availability 
and cost to my dealership." 
)) "I would be willing to serve as a guest instructor and give a com-
pany recruitment program to graduates to an A.E.E.T. course of 
study," 
4) "I would be willing to furnish one copy of software materials, 
training and equipment manuals; if the school would be willing to 
duplicate these materials from one ma:;ter copy. 11 
Scholarship fund: 
1) "Would be willing to donate subject to evaluation of the overall 
program." 
2) ''Would be willing to donate to scholarship fund, if the dealer or 
manager knows some background to the student roccpicnt." 
) ) "I would be willine to donate to the scholarship fund in general, 
not to any particular student." 
4) "I would be willing to donate to a ::cholarship fund designed to a 
particular qualified or needy student, fl 
.5) "I would be willing to dona to to a scholarship fund depending upon 
individual ::;election rather than a e;eneral. program donation." 
6) ''Donations to an A.E.E.T, proo-a.m scholarship fund would be ma.de only 
on personal interview with t.11'3 :;t.udont and an undordand.ing of ob-
taining permanent employment from tho individual." 
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?) "I would want to be very aelectivu of the student before I would 
donate to any scholarship fund, " 
8) "I would bu selective of potential students obtaining money I 
would donate to a :;cholarshlp fund as an insurance hedge to obtain 
a permanent employee, The student would also bu offered reduced 
tool costs throuch my dealerchip as incenti..,.es for completion of 
their training." 
9) "I would be 'i!E::I.. selective of any students to qualify for donated 
money to an A.E.t:.T. scholarship fund," 
10) "As a dealer donating to a scholarship fund, I would be selective 
of any student rcc1p1cnt, They would be selected from personal 
interview, background experienc.es, and _high school achievements," 
11) "As a dealer/man<l(;er, I would be selective of any student ~quiring 
money donated through my de:tl.cr:.;hlp. ' At present, I would only 
consider donationc as a possible criteria." 
Potential employment1 
1) "Would be willing to hire potential students, 1f the dealership 
have the potential or expectation of permanent employment of the 
student,". 
Student hire: 
1) "Would be willing to hire students on part-time basis, if dealers 
could select the program." 
Training hours1 
1) ''Training hours on a work/study program would include Saturday 
workdays." 
2) "Students placed with a dcalerohip work/study program should 
expect to work Saturdays and be willing to work full time during 
the summer C\Onths with the deal.or:.;hlp." 
J) 'Ten hours of work per week would be adequate for training pot-
ential trainees," 
4) "I feel the student should be in :::chool one-half ti.me and at 
work one-half time to adequately learn the skills needed for 
employment; res~_dlo:.;s of whether tho program is one year long 
{J2 weeks) or two yea.rs long (6J~ week:>)," 
Job positions1 
1) "We select our field troubleshooters by utilizing company trained 
personnel rather than th~ expense of hl.l.'ing another employee for 
that particul&r job," 
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ff '1tf~ OKLAHOMA COLLEGE 
... 
TONKAWA, OKLAHOMA 746•:1 
DIVISION 01' SCIKNCK AND KNGINKKIUNG 
Mr. Implement Dealer: 
As a graduate student at Oklahoma State University and a full-time 
instructor of Technical Education at Northern Oklahoma College, 
Tonkawa, Oklahoma, I am planning to conduct a research study to assess 
the manpower needs of the area Agricultural Implement Dealers to 
study the feasibility of an Agricultural Equipment Technician program. 
This study will be designed to provide technical educators in the 
junior college (Northern Oklahoma College, Tonkawa, Oklahoma) and 
Vocational-Technical School (Pioneer Vo-Tech, Ponca City,Oklahoma) 
service area with information that will assist these schools in 
implementing a program needed by area equipment dealers which could 
provide a sufficient number of job opportunities for interested 
students. Your dealership has been selected as one of the most 
prominent in the service area to provide the type of information 
needed. 
A short interview with you will be required for this information. 
This interview will consist of filling out a concise questionnaire, 
with the interviewer to ask the questions and provide answers for 
possible questions from the dealer. 
NOTE: Due to my present work schedule, Friday afternoons, Saturday 
(all day), or an evening home visit would be preferable. 
Please fill out the enclosed post card indicating whether or not 
you would be willing to participate in this research study. Your 
replies will be strictly confidential and only the compiled data and 
comments will be considered valuable information toward future 
educational programs. 




Richard W. Thomas 
Graduate Student & 
Technical Educator 
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DEALER INTERVIEW QUESTIONNAIRE 
This questionnaire is designed to sample your opinions and other related data concerning which jobs 
would graduates of a vocational-technical school or two-year Junior College Agricultural Equipment 
Employee Training Program qualify for with your establishment. 
Job Title and Code No. 
Manager (1) 
Assistant :-tanager (2) 
Salc•sman (3) 
Partsman (4) 
Sales :'ian.:i:1e r (5) 
P."lrts H.1n.:1..:·2r (fl) 
M{!-ch:m le (7) 
Sho2 & Service Foreman (8) 
Bonkke•~ner (9) 
,\cco1Jnt.:•nt (10) 
Delivery a. Equipment 
Supervisor (11) 
Fitdd Troubleshoot<?r 
New & Used Eqllipmcnt (12) 
Ct hers (13) 
( 14) 
(15) 
How many of the positions 
listed are presently employed 
Part Time Full Time 
How many of the pos1t!ons listed 
qualify for future tc>mployment (next 5 years) 




Froa the job titles you checked on page l, please complete the following related data. 
Job Title and Code Number 
Assistant M.;inager 
Sales111an 








DclivL·ry and Equipment 
Supc>rvis,,r 
Field Troubleshooter 


















'·" mo. __ __,yr. 
mo. __ __,yr. 
mo. __ __,yr. 
mo. __ __,yr. 
mo. __ __,yr. 
mo. __ __,yr. 
mo. __ __,yr. 
mo. __ __,yr. 
__ mo. ___ yr. 
__ mo. 
__ __,yr. 
mo. __ __,yr. 
mo. ___ yr. 






(next 5 years) 
mo. ___ yr. 
mo. __ __,yr. 
mo. __ __,yr. 
mo. __ __,yr. 
___ mo. __ __,yr. 
mo. ___ yr. 
mo. __ __,yr. 
mo. __ __,yr. 
mo. ____ yr. 
mo. ___ yr. 
mo. __ __,yr. 
mo. ____ yr. 
mo. ___ yr. 
mo. __ __,yr. 
llO. ___ yr. 
Estimate education needed to 
meet your job Gualifications 
H.S. Voe. Tech. College 
l 2 3 4 Grad 
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Complete the followfng table by selecting and in!lert lng course block numbers 
beside the technlcnl Job title!! chosen on p.i~·· one of this survey that you 
would consid<'r import.int for Agricultural f.quipmcnt Technician job qualiCi-
cations wlth your dcnlership. 
Blanks have IH~en added for you to write in spccifk courses you feel should be 
add{'d to a particular block of courses. 
Circle courses under the various block numbers that you feel are very necessary 
to that particular block of courses. 



























(2) ( - ) ( - - ) - - - - (=) --) Assistant Mnnager ) ( ( ) ( ) ( ) ( _) ( 
-- - - - - - -




) ( ) ) 
-- - - -
- - - - - - - -- -(4) ( ) ) ) ) Parts Man ( ( ) ( ) ( ) ( ) ( ) ( ( 
-- - - - - - - - -






























(7) (=) - - - - -- - - -Mechanic (_ ) ( ) ( ) ( ) ( ) ( ) ( ) ( _) 
- - - -- - -
(8) ( - ) ,-) - - - - - - (:-) Shop_-2_!.erv ice Foreman ( ) ( ) ( ) ( ) ( 
_) ( ) 
- - - - - - -















- - - - - - - - -
______ (10) ( ) ( ) ( ) ) ) ( ( Acco11ntant 
- -
( ( ) ) ( ) ( ) 
-- - - - - - -Delivery & f.CJulpment 
-- - - - - -- - -Supc_r_:!__l~.;~~i:_ ___________ (l_!l ( 
--















Field Trouhl c',.;hnot1.•r 


























) ( ) ( ) ( ) 
-- - -





























































Hydraulics & Pneumatics 
Auto Meehan ics 
Feeds & Feeding Management 
Soils & Soil Management 
Horticulture 
Entomology Technical Writing 




Heat Treating Techniques 
Machine Shop (Basic) 
Machine Shop (Advanced) 
!!lock 15 
Buslrw<;s 
Farm Machinery - Planting 
















Check the ••ployml'nt benefits that students on a hired basis would qualify 
for in your bu1iness e1tsblishment. 
EHPl.OYMENT BENEFITS 
















(Selected from question No. 1) 
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Check the age group you would pref er to employ as a starting 
(1) IS to 
-------
l 7 Y<',1r!1 old. 
(2) 18 to 20 ye.us old. 
(3) 21 to :! J yc:1rs old. 
(4) 24 Lo 26 years old. 
(5) Other: Please state 








What do you c~timate the average gross value of sales and services 
(parts and repairs, etc.) to be? 
c==:) ( __ ) 
(__) 
( ) 
<::=> ( __ ) 
( _ _) 
$1,000,000 and over 
$750,000 to $1,000,000 
$500,000 to $750,000 
$250,000 to $500,0UO 
$100,000 to $250,000 
$100,000 or less 
Other: 
How large a service area do you feel ·you cover with your dealership? 
--( ) 20 mile r.1dius (== ) 40 mile radiu!I 
( ) 60 mllc r.1di11s 
--( ) 80 mile radius 
<==) 100 mile radius ( __ ) Other: 
Would you be wl 11 ing to lnc:l11d<' piltent lal stud,•nts/C'mplnyces in the 
in-scrvi~c trainln~ programs (sale!! & maint<'nancc) offcrt'd by your company 
during their tt!nurn of work-study? 




Would you be willing to hlrc these studl•nts on a part-time bneis during 
their training (co-op programs) period? (One or two year progr.1ms,) 
(1) (==) (2) (==) No 
Co111111ents: 
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lf you answered the previous question No. would you be willin& to help 
train these studrnts on a no-hire basis? 
(1) (==) Yes (2) (==) No 
Comments: 
If you imswen•J the previous quest ion arr lrm.-it ivc. what would you consider 
an adequate number of tr:iining hours in y"our business per week for the 
student to learn his job? 
(1) 3 hours 
(2) S hours 
(3) 10 hours 
(4) 15 hours 













hours per week 
One Year Program 
(32 Weeks) 
Two Year Program 
(64 Weeks) 
Would you hl' will In~ to donate the ll!ll' or ll•'W Npilpm1•11t for a short period 
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of t lmr (I.e. t'llt' 11r two W('(•ks), as t r.Jlnln); ;ilcl-i t"'' s11pplPmr11t an 
Agricultural l::qulprr.cnl Tcchnfrl;m pro1;r.1m (n1mhinrs. lrilcl,•rs, drills. etc.)? 
( __ . No 
Comments: 
\k)uld you be wl 11 Ing to assist instructors in procuring copie8 of comp;my 
training aids Md equipment to use ln .an Agricultural Equipment Technology 
training program? 
Yes Possible No 
Comments: 
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Would you be wll t f.ng to donate to a schol:irship fund designed and designated 
for n~edy Agricultural Equipment Technology studerits? 
Yc11 Possible No 
Comments: 
Do you feel an /\r,ricultural Equipment Technician progr:im is needed in 
your service ar<'a? 
Yes (==) No 
Conunents: 
Please lndude any addlth•nal comments, ideas, or statements 
you would fol'l lmpi1rtant to th~ impl<'mc>nt:ition and 11ucccss of an 





l. Bcaoh&M lmple•ent Co. 
2. Slmcr Equipment Co, 
). ·Heinrich Bros, Equipment Co, 
4. Downing Implement Co, 
5, Se~wick County Implement Co, 
6. Ernio's Implement Co, 
?. Wilkins Equipment Co, 
8, I.ong 's of Garber 
9. Yater Implement Co. 
10. Long's of Enid 
11. Midwestern Implement Co. 
12. Grant Implement Co, 
1). Long's of Med.ford 
14. Massey Implement Co. 
15. Shoffner Implement Co, 
16. Maupin Implement Co, 
17. New Holland Farm Equipment 
18. Myers Implement Co, 
19. Motz Implement Co, 
20. Edwards Implement Co. 
21. Lotton Implement Co, 
22. Kcffc Implement Co, 
2). Jennings Implement Co, 
24. Long'G of Dlackwcll 
25. Zaloudek Implement Co, 
26, Massey-ferr,u~on Inc. 
* Indicaten data collected 
** Indicates no data collected 
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Anthony, Kansan .. 
Blackwell, Oklahoma • 
BillinG~. Oklahoma • 
Medford, Oklahoma • 
Wichita, Kansas • 
Wellington, Kansas • 
Ponca City, Oklahoma. • 
Garber, Oklahoma • 
Enid, Oklahoma • 
Enid, Oklahoma • 
Enid, Oklahoma • 
Medford, Oklahoma • 
Medford, Oklahoma • 
Caldwell, Kansas • 
Caldwell, Kansas • 
Enid, Oklahoma 
** 
Enid, Oklahoma • 
Enid, Oklahoma 
* 
Wichita, Kansas • 
Ponca City, Oklahoma • 
Ponca City, Oklahoma • 
Arkan:;as Clty, Kansas • 
Blackwell, Oklahoma • 
Blackwell, Oklahoma 
* 
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